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WARRIORS, GUARDIANS OR BOTH? : A GROUND THEORY APPROACH OF

EXPLORING THE DEVELOPMENT OF PATROL OFFICERS IN URBAN
COMMUNITY RELATIONS.

KYLE ZNAMENAK

ABSTRACT
The culture of policing is rooted in a warrior ethos of preserving order against chaos and
criminality in a hostile world. This ethos may be negatively influencing community

relations. A guardian mindset encourages community engagement, fostering trust, and
building allies within the community. The purpose of this grounded theory study is to

understand in the context of strained relationships between Communities of Color and
police, how officers develop their knowledge, skills, and experiences to become

guardians in the communities they serve. This research considers: 1) what is the process

of developing patrol officers that are competent in community relations within an urban
context; 2) what knowledge and skills are expected of patrol officers to be competent in

community relations within an urban context share; 3) what formal education and

informal experiences contribute to a patrol officer’s knowledge and skills in community

relations within an urban context. Twenty-four police leaders, police officers, and trainers
representing five police departments and training facilities located in diverse urban
populations in Northeast Ohio participated in semi-structured interviews. Four

community leaders and public safety organizers also participated in interviews. The
theoretical model identifies departmental and individual barriers and facilitators that

influence the professional development of officers relevant to community relations.
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CHAPTER 1

INTRODUCTION

Background

On February 12, 2015, then FBI Director James B. Comey spoke at Georgetown
University about the growing tension between police officers and the communities they

serve. His speech was in the wake of the killings of two unarmed Black men and the
revenge murders of two New York Police officers in 2014.

We have spent the 150 years since Lincoln spoke making great progress, but
along the way treating a whole lot of people of color poorly. And law
enforcement was often part of that poor treatment. That’s our inheritance as law
enforcement and it is not all in the distant past. We must account for that

inheritance. And we—especially those of us who enjoy the privilege that comes
with being the majority—must confront the biases that are inescapable parts of the

human condition. We must speak the truth about our shortcomings as law

enforcement, and fight to be better. But as a country, we must also speak the truth
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to ourselves. Law enforcement is not the root cause of problems in our hardest hit
neighborhoods. Police officers—people of enormous courage and integrity, in the

main—are in those neighborhoods, risking their lives, to protect folks from
offenders who are the product of problems that will not be solved by body

cameras. We simply must speak to each other honestly about all these hard truths.

(Comey, 2015)

Comey spoke about the “hard truths” of racism being embedded within the culture

of the United States, to which police culture has contributed. These hard truths are
prominent in Northeast Ohio where there is a growing tension between community

members and the police force (Drake, 2015; Jones, 2015). These tensions are in part due

to the shootings of Black Americans by police officers and the history of racial profiling

used against People of Color (Correll et. al, 2014; Warren & Tomaskovic-Devey, 2009).
Communities Experiences of Policing
During 2015, confidence in police officers hit the lowest in 22 years; only 25

percent of Americans said they have a great deal of confidence in police officers (Jones,
2015). In 2017, overall confidence returned to its 25 year average of 57 percent (Norman,
2017). However, perceptions of trust in police officers is still low among Communities of
Color. Between 2015 and 2017, 30 percent of Black Americans and 45 percent of Latino
Americans reported having a great deal or quite a lot of confidence in the police

compared to 61 percent of White Americans (Norman, 2017). Additionally, in a Pew

Research poll on the confidence in local police treating White Americans and Black

American’s equally, the study found only 36 percent Black Americans expressed

2

confidence in police treating them fairly versus 71 percent of White Americans (Drake,
2015).

Cleveland has also had a history of police and community problems. The results

of a survey about community perceptions of police officers, conducted by a team
monitoring the Cleveland police department, somewhat mirrors national polls on
confidence in the police. In Cleveland, 72 percent of White residents surveyed believed
the Cleveland police are doing a good or excellent job as compared to 43 percent of

Black residents and 60 percent of Latino residents. Individuals that live on the East side

of Cleveland, which has a higher Black population, were also less likely to report (only
44 percent) that officers are doing an excellent or good job compared to other residents

(Heisig, 2017).
On March 14, 2013, the Mayor of Cleveland, Frank Jackson, publicly requested
that the Civil Rights Division of the Department of Justice (DOJ) review Cleveland
Police Department’s (CPD) use of force policies after the fatal shooting of Timothy

Russell and Malissa Williams (Lieszkovszky, 2015). The shooting of Russel and
Williams involved a high-speed police chase including 62 police cars from cities across

Northeast Ohio: Cleveland, East Cleveland, Bratenahl, the Cuyahoga County Sheriff’s
department, the Ohio State Highway Patrol, and Cleveland Regional Transit Authority

(Lieszkovszky, 2015). The chase ended when Russell turned into Heritage Middle
School in East Cleveland and 13 officers opened fire on the car. A total of 137 bullets

were fired at Russell and Williams resulting in their deaths. In 2014, just about a week
before the DOJ was to deliver the results of their investigation on this incident, Timothy

Loehmann, a Cleveland Police officer, shot Tamir Rice, a Black American 12-year old
3

boy holding a pellet gun, which further strained relationships between the community and

police department (Graham, 2017; Williams & Smith, 2015).
The investigation after the Russell and Williams shootings revealed that the CPD
was in violation of the Fourth Amendment (U.S. Department of Justice: Civil Rights
Division.). “We (U.S. Department of Justice) have determined that structural and

systemic deficiencies and practices, including insufficient accountability, inadequate
training, ineffective policies, and inadequate engagement with the community, contribute

to the use of unreasonable force” (U.S. Department of Justice, 2014, p.2). They found
that there was the unnecessary and excessive use of deadly force including a strike to the

head and shootings; unnecessary use of Tasers, chemical spray, and fists; excessive use

of force against individuals that have mental disabilities; and poor policing tactics. In
2014, as a result of the investigation, CDP entered a consent decree with the Department

of Justice (DOJ) to make changes to policies, practices, officer recruitment, supervision,
training, and assessment, which was implemented in 2015 (Cleveland Police Monitoring
Team, 2018).

Police Perceptions of the Public’s View of Them
Conversely, in a 2017 Gallop poll, 86 percent of police officers believe that the
public does not understand the risks and challenges they face on the job. Sixty-seven

percent of officers report being verbally abused by a community member during the past
month while on duty (Morin, Parker, Stepler, & Mercer, 2017). In a survey of a

nationally representative sample of 8,000 police officer regarding their attitudes and
experiences, 86 percent of the officers said that their work is harder today because of
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high-profile fatal encounters between Black community members and police officers

(Morin, Parker, Stepler, & Mercer, 2017). Additionally, 75 percent of officers said that
the interactions between police officers and Black community members have become

tenser (Morin, Parker, Stepler, & Mercer, 2017).
Police officers often experience a struggle between conforming to traditional

police culture versus resisting it. Traditional police culture is rooted in distrust and
suspicion of citizens, the need to maintain authority while interacting with citizens, a
“lay-low/cover your ass” approach to reducing errors in procedure, a strong connection to

the “crime fighting” image of the police force, a perception of officers versus citizens,
and a strong loyalty to other officers (Paoline, 2003). This strong loyalty of other officers

is sometimes perceived as a “brotherhood” that inflicts a group identity over individual

differences (Crank, 2014).
Stoughton (2016) suggests that traditional police culture is rooted in a warrior

ethos of preserving order against chaos and criminality in a hostile world (Stoughton,

2016). However, most studies indicate that only about 15 percent to 25 percent of the
patrol officer’s time is law enforcement (Barlow & Barlow, 2000; Brandl, 2018). For

example, a Cincinnati, Ohio study found that 82 percent of a patrol officer’s time is
devoted to patrolling areas, handling non-crime calls for service, and other non-crime

activities (Brandl, 2018). The majority of patrol officers devote their time to patrolling
and maintaining social order like assisting a victim of domestic violence or arresting

someone for driving under the influence (Barlow & Barlow, 2000; Brandl, 2018). This

warrior ethos, although needed in some circumstances (e.g. responding to an active
shooter), may hurt community relations because of the following reasons. First, it creates
5

unnecessary conflicts because community trust is not viewed as important over the

mission of policing. Officers expect civilians to acknowledge their power and authority
and comply with their demands. However, without some rapport, civilians may view the

officer’s request as exhibiting entitlement, asserting their dominance, or as a sign of

contempt from the officer. Second, the warrior ethos encourages misconduct and illegal

behavior among the police. In the warrior mindset, the mission of the police overrides
any legal principles and policies. Often policies, laws, and procedures that were created

by administrators and lawyers are seen by police as “unnecessary and unwise obstacles to
effective law enforcement” (Stoughton, 2016 p. 658). Third, the warrior ethos

encourages officers to resist criticism and reject reform. “The resistance to criticism

grows from a culture that individualizes misconduct, celebrates officers’ specialized
knowledge, insulates officers from second-guessing, and associates criticism with the

frustration of the police mission” (Stoughton, 2016 p.662). Police chiefs typically take
the rotten apple (one bad officer in a police department) approach when confronted with

allegations of misconduct, while African Americans and Hispanics are more likely to
embrace the rotten barrel explanation that the police department creates “bad officers”

(Weitzer & Tuch, 2004).
Traffic stops are often used to analyze police culture and are an indicator of an
officer’s perception of him or herself aggressively fighting crime and examining a
situation ( Paoline & Terrill, 2005). Research by Paoline and Terrill (2005) suggests that

when an officer adheres to traditional police culture, he or she is more likely to engage in
a search during traffic stops than those officers that resist traditional police culture. These

traffic stops are more likely to occur with Black American men compared to White men
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(Lundman & Kaufman, 2003). Additionally, Black American and Latino American

drivers are less likely to report that the traffic stop was made for a legitimate reason
(Lundman & Kaufman, 2003). More recent research confirms this, as the Stanford Open

Policing Project (2018) found that after controlling for age, gender, and location, Black

drivers are 20 percent and Hispanic/Latino drivers are 30 percent more likely to be
ticketed than White drivers. Black and Hispanic/Latino drivers are also twice as more
likely to have their car searched than White drivers (Stanford Open Policing Project,

2018). In an analysis of officers’ reports, that when civilians were compliant and no
arrests were made, Black civilians were about 21 percent more likely to experience some

use of force in the interaction, including being handcuffed or being pushed to the ground

(Fryer, 2018). Similarly, a report by the Center for Policing Equity of 12 police

departments suggests that Black civilians were subjected to more police use of force than
White civilians after considering if the person was being arrested for a violent crime

(Goff et al., 2016).
In response to the growing tension between communities and police departments,

federal and state task-forces were formed to identify best police practices and
recommendation to build community trust while promoting effective crime prevention
practices (President’s Task Force on 21st Century Policing, 2015). The Ohio Attorney

General formed the Advisory Group on Law Enforcement training and was tasked with

assessing how Ohio trains its officers and made recommendations for future
improvements. Many of these recommendations included increased oversight from the
Ohio Peace Officers Training Commission (OPOTC) who oversee the Ohio police

academy and police officer training. Before the training recommendations, Ohio ranked
7

38th nationally in the number of annual hours of advance training required of police

officers (Ohio Attorney General, 2015). The state requires more hours of training to earn
a cosmetology license (Ohio Cosmetology License Information, 2019) than to become a

police officer (Ohio Peace Officer Training Commission, 2018). Ohio is behind in
training hours compared to its neighboring states, including Indiana, Kentucky, West

Virginia, and Pennsylvania. Ohio has required that continuing education community

police training hours be increased for police officers. However, it is unknown if
community relations training has any impact on police officers and the communities they
serve, and additionally, if increasing the hours of community relations will have any
significant impact on community relation outcomes and officer development.

In an attempt to improve community relations and to mitigate the excessive use of
force, many police departments have implemented policies for body-worn cameras to
improve police behavior. However, a study by The Lab @ DC suggests that behaviors of

officers who wore the cameras all the time were indistinguishable from the behaviors of
those who never wore cameras (Yokum, Ravishankar, & Coppock, 2017). The policy of

body cameras may be unsuccessful because police officers still have high levels of
discretion, which allows them autonomy in deciding either to follow police procedure,
not charge someone or to discriminate against that individual (Lipsky, 2010; Raine,

2015). One way to decrease police discretion is by increasing the amount of officer
supervision. With less discretion, officers have less control over the range of situations

where lethal force is appropriate (Engel, 2002). However, given the nature of police
work of officers mostly working alone, it can be difficult to increase supervision and

limit their discretion (Raine, 2015). The research suggests that there are larger systematic
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and cultural problems that are influencing police officers’ interactions and decisions with

the communities they serve.

Problem Statement
There are growing tensions between police departments and the communities they

serve. As a solution to this problem, the federal government and state governments have
formed task forces, which have recommended several best practices for police
departments, such as broadening training to include racial bias and mental health

awareness and mandating officers wear body cameras (President’s Task Force on 21 st

Century Policing, 2015). However, the effectiveness of these recommendations is

unknown. Additionally, there will always be situations in which officers need to make

their own decisions outside the constraints of a policy. Police officers have high levels of
discretion, which allows them autonomy in deciding either to follow police procedure,
not charge someone or to discriminate against that individual (Lipsky, 2010; Raine,

2015). Oberfield (2014) suggests that officers decide how they will act in a given
situation based on how they understand the people in who they are interacting. Officers
are more likely to give someone a second chance (e.g. not issuing them a ticket) if the

civilian is perceived to be cooperative, appeared to be honest, and accepted the officer’s
authority (Oberfield, 2014). There are also cultural factors that may be influencing the
interactions between officers and the communities they serve (Paoline, 2003).

Police culture is rooted in distrust and suspicion of citizens (Paoline, 2003; Silver,

Roche, Bilach, and Bontrager, 2017). This culture presents itself with police officers
having a strong loyalty to other officers compared to community members and a crime
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fight mentality of the police force. This crime-fight mentality, also referred to as the

warrior ethos (Stoughton, 2016). Paoline and Terrill (2005), suggest that when an officer
adheres to what they refer to as warrior culture, he or she is more likely to engage in a

search during traffic stops. These traffic stops are more likely to occur with Black
American men compared to White men (Lundman & Kaufman, 2003; Stanford Open

Policing Project, 2018). Officers are also more likely to support use of force and are less

likely support procedural justice if they endorse traditional police culture (Silver, Roche,

Bilach, and Bontrager, 2017). Even though recruits may be trained in cultural
competency during the academy in an attempt to alleviate racial bias, police recruits

shifted their views, the longer they are in the police force, from seeing social problems as

caused by structural factors to seeing them more because of individual factors (Oberfield,
2014).

Stoughton (2016) contends that officers need to depart from the traditional police
culture of a warrior ethos and adopt a guardian mindset, which encourages community
engagement, fostering trust, and building allies within the community. However, limited

research has focused on how police officers develop the knowledge and skills necessary

to be effective in community relations within urban communities. In other words, how do

officers perceive that they become guardians?
Purpose

The purpose of this grounded theory study is to understand how police officers,

who are recognized by their department leadership, police trainers, and communities they
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serve as being sophisticated in urban community relations, develop their knowledge and

skills within these areas. This research examines the following central questions:

Central question:
In a context of strained relationships between Communities of Color and police, how do
patrol officers develop their knowledge, skills, and experiences to become guardians in
the urban communities they serve?
Subquestions:

1. What is the process of developing patrol officers that are competent in community

relations within an urban context?
2. What formal education and informal experiences contribute to a patrol officer’s
knowledge and skills in community relations within an urban context?
3. What knowledge and skills are expected of patrol officers to be competent in

community relations within an urban context share?

Ideally, by understanding the lived and learned experiences of these patrol

officers, a theory can be developed to help inform police training, policies, and
procedures to enhance the interactions between patrol officers and the communities they

serve.
Methodology

The study utilizes a social constructivist grounded theory research approach to

understand how patrol officers develop their knowledge, skills, and experiences to
become guardians in the urban communities they serve. Grounded theory is a qualitative
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research methodology that seeks to develop a theory about areas that are important in

people’s lives (Mills, Bonner, & Francis, 2006). In grounded theory, the data is gathered
from the field to help understanding interactions, actions, and social process of people

like developing patrol officers in community relations (Creswell, 2013). A constructivist

grounded theory allows the researcher to include and be aware of their own subjectivity
in interpreting the social constructions (e.g. police culture) in the studied world
(Charmaz, 2008). Memoing and journaling throughout the research process allows the

researcher to be aware of any themes that may be emerging from data. To ensure

trustworthiness of the research an audit trail was used. The audit trail provided a detailed
account of how the data was collected, how the categories developed, and how decisions

were made throughout the research process (Merriam & Tisdell, 2016). Undergirding
constructivist grounded theory is the social constructivism research paradigm, which is
the belief system that assumes ‘universal truth’ cannot exist because there are multiple

contextual perspectives and subjective voices that can label truth in a scientific truth”
(Hays & Singh, 2012 p. 41). Within the current study, I draw from my experience

creating, evaluating and managing a community relations police-training program and the
experiences of police personal, police trainers, and community members.

Significance
The research addresses a gap in the research by exploring how patrol officers
develop their knowledge, skills, and experiences to become guardians in the urban
communities they serve. In addition, the study broadens the adult education literature by
exploring the informal and formal learning experiences of patrol officers, a population

that has been minimally studied within adult education. By understanding the lived and
12

learned experiences of these patrol officers, a theory can be developed to help inform

police training, policies, and procedures to enhance the interactions between patrol

officers and the communities they serve.
Glossary of Terms

Guardian Ethos is the worldview that police officers should value public
engagement, foster trust, and build lasting partnerships, which will ultimately result in
more effective law enforcement (Stroughton, 2017).
Warrior Ethos is the worldview that police officers are soldiers in a never

ending battle to preserve order against chaos and criminality, which is perceived to be
effective law enforcement and increase safety. The Warrior ideal provides an ethical

framework to the violent job of policing. There are four attributes of the Warrior ideal,

which are honor, duty, resolve, and the willingness to engage in honorable violence
(Stroughton, 2017).
Community policing is a “department-wide philosophical commitment to

involve average citizens as partners in the process of reducing and controlling the
contemporary problems of crime, drugs, fear of crime and neighborhood decay; and in

efforts to improve the overall quality of life in the community” (Trojanowicz &

Bucqueroux, 1990 p. 125). Community policing emphasizes three key components,

which are community partnerships, organizational transformation, and problem-solving
(COPS Office, 2014).
Traditional police culture is defined as the shared attitudes, values and norms

that officers share based on their environment (Paoline & Terrill, 2005). Traditional
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police culture is rooted in distrust and suspicion of citizens, the need to maintain
authority while interacting with citizens, a “lay-low/cover your ass” approach to reducing
errors in procedure, a strong connection to the “crime fighting” image of the police force,

a perception of officers versus citizens, and a strong loyalty to other officers (Paoline,

2003). This strong loyalty of other officers is sometimes perceived as a “brotherhood”
that inflicts a group identity over individual differences (Crank, 2014).
Street Level Bureaucrat is defined as “public service workers who interact
directly with citizens in the course of their jobs, and who have substantial discretion in
the execution of their work ...” (Lipsky, 2010 p. 3).

Informal learning is the spontaneous, unstructured learning that occurs at home

or in the neighborhood, in the workplace and other informal settings (Merriam,
Caffarella, & Baumgartner, 2007).
Summary

There are growing problems between police departments and the communities

they serve, particularly among Communities of Color. The federal and state government
have recommended best practices and policies to addresses these; however, there is no

research on the impact of these recommendations on police and community relations

(Ohio Attorney General, 2015; President’s Task Force on 21st Century Policing, 2015).
Oberfield (2014) suggests that police officers have a considerable amount of discretion
when or how they choose to deal with the public. Police officers often feel conflicted to

conforming to traditional police culture, which is rooted in a warrior ethos, which results
in more problems with communities like excessive use of force. Stoughton (2016)
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suggests that officers should embrace a guardian ethos, encourages officers to value
public engagement, foster trust, and build lasting partnerships.

No research has examined the shared traits of police officers that are competent in

community relations. Additionally, no study has examined how officers become
competent in community relations either through formal and/or informal channels of

education. Grounded theory is an ideal methodology in understanding the formal and

informal development of patrol officer in community relations in an urban context
(Merriam & Tisdell, 2016) because it explores everyday-world situations (Creswell,
2013)

This study aims to understand how police officers, who are recognized by their
department leadership, police trainers, and communities they serve as being sophisticated
in urban community relations, develop their knowledge and skills within this area. This

study only focuses on community relation and does not address professional development
outside of this area (e.g. when an officer should use the warrior or guardian mindsets). By

understanding the lived and learned experiences of these patrol officers, a model was
developed to help inform police training, policies, and procedures to enhance the

interactions between patrol officers and the communities they serve.
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CHAPTER II
REVIEW OF THE LITTERATURE

Introduction
The purpose of this grounded theory study is to understand how patrol officers,

who are recognized by their department leadership, police trainers, and communities they
serve as sophisticated in urban community relations, develop their knowledge, skills and

abilities within this area. This review of the literature contains the following areas: (1)
the history of policing, (2) the structure of the police organization, (3) policing in the city

or a suburb, (4) policing as a profession, (5) police recruitment, (6) the culture of

policing, (7) police officers as street level bureaucrats, (8) continuing education, (9)
policing policies, (10) informal and non-formal learning.

History of Policing

In current times, police have the challenging task of preventing people from

committing crimes and solving crimes that were not prevented (Brandl, 2018). Brandl
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(2018) suggests that police are given an “impossible mandate” of being assigned to task

of crime control, but because they cannot control the factors that cause crime, it is
extremely difficult to accomplish this mandate (p 8). Police have other responsibilities,

which involve community relations like assisting people in need like conflicts between
family members, dealing with issues of homelessness, and helping people with mental

disabilities and substance abuse issues (Brandl, 2018). However, in the historic evolution

of the policing profession, the role and tasks of police officers and the strategies police
departments used were not always oriented to crime prevention and community relations.
Policing also evolved differently based on the area of the country the police force started

(Potter, 2013).

Table 1 describes the police strategies from the 18th century to 20th century. The
chart details the following: (1) the period the policing strategy was utilized from the 18th

century to the 1970’s, (2) the authority or creditability police had within that period, (3)

the primary function of the police in society at that particularly period, (4) the

organizational design of the police department, (5) the relationship between police and
the pubic they serve, (6) the demands on the police departments, (6) the technology and

tactics used at the time, and (8) the desired outcome of that particular strategy.
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Table 1: Evolving Strategy of Policing (Kelling and Moore, 1988)
Political Era

Reform Era

Time Frame

1840’s to 1930’s

1930’s to 1960’s

Authorization

Primarily political

Law and professionalism

Community support
(political), law,
professionalism

Function

Crime control, order
maintenance, broad
social service

Crime control

Crime control,
crime prevention,
problem solving

Organizational Design

Decentralized and
geographical

Centralized, classical

Decentralized, task
forces, matrices

Relationship to
Environment

Close and personal

Professionally remote

Consultative, police
defend values of
law and
professionalism, but
listen to community
concerns

Demand

Managed through links
between politicians and
precinct commanders,
and face-to-face
contacts between
citizens and foot patrol
officers

Channeled through
central dispatching
activities

Channeled through
analysis of
underlying
problems

Tactics and Technology

Foot patrol and
rudimentary
investigations

Preventative patrol and
rapid response to calls for
service

Foot patrol,
problem solving
etc.

Outcome

Political and citizen
satisfaction with social
order

Crime control

Quality of life and
citizen satisfaction

Community
Strategy
1970’s to Today

Policing in the United States

Policing within the northern United States from 1639 to 1833 was mostly

privately funded and consisted of part-time volunteers, who were tasked with warning
others of impending danger. This form of policing was often referred to as the “night
watch” (Potter, 2013). The night watch was not effective in preventing crime since many
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of them slept or drank on duty or volunteered for it to evade military service.
Additionally, night watches were designed to control the behavior of unrepresentative

groups within the United States (Kappeler, 2014). For example, Indian Constables were
appointed by New England settlers to protect residents from Native Americans
(Kappeler, 2014). With the increasing immigrant population to the colonies, in the
1700’s, there was social unrest and rioting, and the watch groups were not equipped to
deal with these issues pointing to the need for an organized police (Archbold, 2013). In

1833, Philadelphia, and later New York in 1844, established the first day watch to

supervise the night watch (Potter, 2013). The day watch was a system of constables who

were paid based on the number of warrants they served. However, it was not until 1838
that Boston established the first public police force, and by1880 all major U.S. cities

followed suit. These early police forces shared commonalities with modern police forces.
They were publicly funded, bureaucratically structured, had full time-employees,

followed policies and procedures, and were accountable to a central governmental
authority (Lundman, 1980; Potter, 2013).
Slave Patrols

Many historians suggest that the start of slavery within the United States began in
1619 when the privateer The White Lion brought 20 African slaves to Virginia (Slavery
in America, 2020). Slaves had very little rights and slave codes and laws passed by the
colonies ensured that there was social control over them. In 1705, Virginia passed a law

that if a slave owner happened to kill a slave who was undergoing “correct”, it would not

be a crime (Ruane, 2019). It also allowed individuals to kill and destroy runaway slaves.
From 1689 to 1865 Virginia enacted more than 130 slave laws (Kappeler, 2014).
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Although, each colony had differing ideas about the rights of slaves there were common

provisions in slave codes across the regions. Some common provision included slaves

could not leave their owner’s grounds without permission, they were not allowed to learn
to read or write, and they could not assemble unless a white person was present (Slave
Code, 2020).

In 1704, the Carolina colonies created the first “slave patrols” (Archbold, 2013).
The slave patrol was tasked with controlling slave populations by chasing down runaway

slaves, searching slave lodges, acting as a deterrent for slave revolts, and disciplining
slaves if they violated plantation rules (Potter, 2013). Slave patrols were the first publicly
funded police force within the South (Archbold, 2013). Their duties later expanded to

policing White indentured servants (Archbold, 2013). The majority of members of the
slave patrol were White men who ranged from lower social economic status to wealthy

plantation owners. In 1837, the Charleston Police Department had over 100 slave patrol

officers, whose primary function was to regulate movement of slaves and free Blacks
(Durr, 2015). With the exception of Louisiana, in all the slave states, a Black person was

presumed to be a slave unless they were able to prove differently, such as showing they
had “free papers” (Reichel, 1988). In 1850, the Fugitive Slave Act was passed which

required free states to assist in the capture of fugitive slaves (Cobb, 2015). After the Civil
War, many of the federal military, state militia and the Ku Klux Klan emerged from
disbanded slave patrols to continue their control over African Americans (Durr, 2015).

Slave patrols eventually became the southern police departments with the purpose to

control freed slaves from having equal rights and access to the political system through

enforcing Jim Crow laws (Potter, 2013).
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Policing in the Political Era (1840 - 1930)
The 19th century police force evolved from trying to react to crime to crime

prevention. Although early crime prevention was based on profiling of a “dangerous

classes”, police also provided a wide variety of social services like running soup kitchens,
providing temporary housing for new immigrants, and assisting ward leaders in finding

work for immigrants (Kelling & Moore, 1988). Most of the policing was done on foot

patrol. Officers were often recruited from the same ethnic neighborhoods they policed in

which they continued to live (Kelling & Moore, 1988). Even though officers were
recruited from the same neighborhoods in which they lived, it was not until 1872 that the

mayor of Chicago appointed the first Black police officer (Kuykendall & Burns, 1980).

By 1894, there were 23 Black officers employed within the Chicago police force

(Williams & Murphy, 1990). Cities also began employing Black officers including

Washington D.C. in 1874, Indianapolis in 1876, New Orleans in 1876, Cleveland in

1881, and Boston in 1885 (Flores-Robert, 2011; Williams & Murphy, 1990). It was
estimated by 1890 that only three percent of police officers, security guards and

firefighters across the United States were Black (Kuykendall & Burns, 1980).
However, police departments were facing problems with retention and

recruitment of underrepresented police officers. In 1896, some of these recruitment and
retention problems were due to the Supreme Court upholding “separate but equal laws”
in the Plessy v. Ferguson ruling (Williams & Murphy, 1990). Its impact was evident in

New Orleans where the number of Black police officers declined from 177 in 1875 to 27
in 1880 to none in 1910 (Williams & Murphy, 1990). Black officers were also less likely
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to wear police uniforms and were segregated to police in all Black neighborhoods. They

were further limited to the types of arrests they could make.

Policing in the Reform Era (1930 - 1960)
Policing strategies shifted at the start of the 20th century until the 1970’s,
narrowing their focus on only crime control and crime apprehension (Kelling & Moore,

1988). Activities that were more about solving community problems were deemed as
“social work” and became an area of contempt for police departments. Police

departments did not see the value of community policing and building a rapport with the
communities they served. Indeed, in the 1950’s and 1960’s officers believed it took away

from doing their jobs of crime fighting. A common phrase spoken by officers at this time

was, “If only we didn’t have to do social work, we would really do something about
crime” (Kelling & Moore, 1988 p.6). The professional demeanor of officers, within this
era was impartial, neutral, and distant from the citizens they served (Kelling & Moore,

1988). Technology implemented within this era also further divided police departments
and the communities they served. In the 1930’s and 1940’s, police officers started to use

patrol cars, preferred over the outdated foot patrol model, which would increase the
patrol area of each officer. Although, the patrol car helped officers to increase the size of

their policing areas and meet the challenges of criminals using automobiles, it also
limited the amount of interactions police would have with civilians (Kelling & Moore,

1988). As Kelling and Moore (1988) posit “It [the police car] represented mobility,
power, conspicuous presence, control of officers, and professional distance from citizens”
(p. 8).
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It was in this era when central dispatching also emerged. Before the 1960’s there

was not a centralized number for citizens to call in case of an emergency. If an

emergency occurred, someone would have to directly contact the police or fire

department within their neighborhood or dial “0” for an operator (Abate, 2017). In 1967,
the President’s Commission on Law Enforcement and Administration of Justice
recommended that there should be a single telephone number nationwide for reporting

emergencies (NENA, 2019). The 911 emergency telephone number was established as a
result of the Commission’s recommendations (NENA, 2019). The 911 system

centralized communications to the city police department as way to respond more

efficiently to calls for service (Kelling & Moore, 1988). During the time of implementing
the system, citizens continued to call their local police departments; however many of
those departments would disconnect their phones or change their phone numbers to

encourage them to use the centralized system (Kelling & Moore, 1988).

In the 1960’s, police departments were still facing problems in maintaining a
diverse police force. A study in 1961 by the Commission on Law Enforcement and

Administration Justice suggested that 31 percent of police departments surveyed
prohibited Black officers from making felony and misdemeanor arrests (Williams &
Murphy, 1990). By 1962, the average of Black officers to Black citizens was one to

1,361 within the United States.

Policing in the 1970’s: A Community Strategy

During the 1970’s and 1980’s, police departments started to adjust their strategies

due to the civil rights movement (as discussed in the Continuing Professional Education
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Policies section of this dissertation), changing diversity in inner cities, fluctuating age of

the population (more teenagers and youth), growth in crime, increase oversight of police

departments by courts, and the decriminalization and deinstitutionalization movements

(Kelling & Moore, 1988). Deinstitutionalization was policy, which emphasized
integrating individuals with mental disabilities back into society from moving them out of

large state institutions to community mental health services (Torrey, 1997).
Decriminalization was a movement to limit the offenses that were found to be illegal

within the United States (U.S. Legal, 2019). Additionally, social research was emerging
about best practices within policing. Unlike, in the Reform Era police (1930 - 1960),

which discouraged citizens from contacting their local police station, the departments
were locally stationed, either reopening precinct stations or establishing satellite offices.
Police departments began supporting community strategies where they focused on crime

control and prevention (Kelling & Moore, 1988). In community policing there is an

emphasis in the officer working within the community by assisting in the diagnosing and

responding to community problems. Unfortunately, around the 1970’s, community
policing was more often utilized in areas with a strong business community or had

community organizations, which advocated for their communities (Williams & Murphy,
1990). William and Murphy suggest that “In the State of New Jersey, for example, where

foot patrol was funded by the Safe and Clean Neighborhoods Program, most foot beats
were instituted in areas with strong community or business organizations—or both-with

strong support from and access to political leaders” (p.10). In other words, communities

with limited political and financial capital did not receive the benefits of community
policing and were subjected to long waits when police services were needed.
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As in the past, police departments also experienced problems with maintaining a
diverse police force. A cultural bias in favor of White candidates over Black candidates

was found in hiring practices of police departments at this time. In the 1970’s, in Boston,

police examiners failed 75 percent of Black applicants compared to 35 percent of White
applicants. Similar trends were happening within the south. In Atlanta, 72 percent of
Black applicants failed compared to 24 percent of White applicants. Today the passing

rates of Black applicants are improving; however, there are still problems. According to
analysis conducted by the Chicago Reporter in 2017, only 17 percent of new hires in the

Chicago Police Department are African American. Their analysis revealed that 30 percent
of the 8,000 Black applicants did not show up for the written entrance exam and 17

percent failed the test (Stark & Little, 2018). Issues regarding recruiting diverse
applicants to the police department will be discussed in the Recruiting Diverse Officers to

Reflect Communities section of this literature review. Although, at first, community
policing had problems, it has evolved through practice and research and utilized today.

Community Policing
Community policing departed from traditional policing by reducing incidents of

wrongdoing by requiring police to identify and solve community problems before they
led to a crime (Birzer & Nolan, 2002). “Community policing requires department-wide

philosophical commitment to involve average citizens as partners in the process of

reducing and controlling the contemporary problems of crime, drugs, fear of crime and
neighborhood decay; and in efforts to improve overall quality of life in the community”
(Trojanowicz & Bucqueroux , 1990 p. 125).
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Today, the U.S. Department of Justice’s Community Oriented Policing Services
(COPS), which is responsible for identifying and advancing best practices of community

policing, emphasizes three key community-policing components, which are community
partnerships, organizational transformation, and problem solving (COPS Office, 2014).
Community Partnerships

The first component of community policing are establishing community

partnerships. These partnerships are between police departments, community members,
and organizations in the shared effort of developing solutions to problems and increasing

trust in police. These partners include government agencies, community members and

groups, non-profits and service providers, private businesses, and the media. Ideally,
these partnerships will build trust with the community to enhance community relations,
improve communication, and help promote a shared responsibility for addressing crime
and disorder within the community (COPS Office, 2014).

Organizational Transformation

The second component of community policing is organizational transformation,

which is the alignment of organizational management, structures, personnel, and
information systems to support community partnerships and proactive problem solving.
“Community policing emphasizes changes in organizational structures to institutionalize
its adoption and infuse it throughout the entire department, including the way it is

managed and organized, its personnel, and its technology” (COPS Office, 2014 p. 6 ).

Included in their recommendations are to foster a police department climate and culture
that values systematic problem solving and partnerships. Their recommends regarding
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personnel include incorporating community policing within their recruitment, hiring, and
selection process looking for officers that have a “spirit of service” versus a “spirit of
adventure” (COPS Office, 2014 p. 7); incorporating community policing activities and
practices to evaluations and job descriptions; incorporating community policing

principles and tactics into training at all levels including academy, field, and in-service.
Problem Solving

The third component is problem solving, which is the process of “engaging in the

proactive and systematic examination of identified problems to develop and evaluate
effective responses” (COPS Office, 2014, p.12). Community policing involves proactive

problems solving to develop solutions to public safety (COPS Office, 2014). This
process is referred to problem-oriented policing, an approach that was developed by
Herman Goldstein, who spent two years observing on the street operations of police

officers and has published numerous articles on the subject (COPS Office, 2014; Center
for Problem-Oriented Policing, 2018).

COPS encourages police officers to use the problem-solving model called SARA
(scanning, analysis, response, and assessment). First, officers scan to identify the basic
problem, determine the nature of the problem, determine of scope of seriousness of the
problem, and establish a baseline measure. Next, they analyze the situation and develop
a working hypothesis to better understand the dynamics of the problem including finding

out as much as possible about each aspects of the crime by asking who, what, when,

where, how, why, and why not about the victim, offender, and crime location (Center for

Problem-Oriented Policing, 2018; COPS Office, 2014). Analysis is followed by response,
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which involves developing and implementing strategies based on the knowledge and data
found during the analysis phase. The officer chooses from alterative interventions and

outlines a response plan and identified responsible parties. The response may lead to

reducing the problem, limiting the amount of harm cause by the problem, or improving
community engagement (Center for Problem-Oriented Policing, 2018; COPS Office,

2014). Last, they assess or evaluate the success of the responses. In this stage, they
determine if the goals and objectives of the response were attained and identify any new

strategies needed to supplement the original plan (Center for Problem-Oriented Policing,
2018; COPS Office, 2014). The model has been found to be moderately effective
(Wesiburd, Telep, Hinkle, & Eck, 2008). Eck (2004) suggests that problem-oriented

policing may result in solutions to problems, although not in every instance, and that it

may result in more preventive crime and disorder than non-problem oriented approaches.
The history of policing reveals that the now highly structured hierarchical
organization began with humble disorganized beginnings with a group of volunteers

called the watch. However, it evolved by adopting new strategies to address the growing

needs of American society and adopting new technology like the patrol car. Throughout
the history of policing, there were “hard truths” of it being inclusive to White males, like

having biases hiring practices favoring Whites, and exclusive to People of Color. This
exclusion also occurred in policing tactics in which neighborhoods with a good degree of

financial capital received police attention while urban neighborhoods with less finical
resources were often ignored. These problems still occur today. However, police

departments and government agencies are trying to address these problems by
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restructuring their departments, recruiting more People of Color, enhancing continuing
education, and using a community policing approach.

Police Department Organization

There are three levels of police departments: federal, state, and local (Potter,

2013). This literature review will highlight the local police force. According to a 2015
Department of Justice report, there are more than 12,000 local police departments
operating within the United States, which employ a total of about 605,000 individuals

(477,000 police officers and 128,000 other employees) (Reaves, 2015). The City of
Cleveland employees about 1,500 police officers and 225 civilian employees, making it

the one of three largest police forces in Ohio (Ohio Peace Officer Training Commission,

2018). Although, the structure of local police departments may change based on location,

they share similarities. Local police departments are structured in a hierarchical chain of
command. Every person within the department has a supervisor and that supervisor has
more authority than their subordinates (Brandl, 2018). Within this chain of command,

there are written rules and policies in which police departments operate. There are also

impersonal relationships in which decisions are made with the objective to accomplish
the department’s goals. Local police departments are often described as quasi-military

organizations because of the “command and control orientation; an emphasis on
discipline; the top-down chain of command; the rank structure; the war-like mission of
the organization; an emphasis on training; uniforms; weapons; and even the tactics that
are used” (Brandl, 2018, p. 42). Police departments that are located in urban cities are
ranked from police officer to police commissioner. Police officers are one of the most

commonly sworn officers and have the most interactions with the public (Police One,
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2016). Table 2 outlines the ranks from lowest to highest and that rank’s role in a typical

metropolitan police department.

Table 2: Police Officers Ranks in Metropolitan Police Department (Police One, 2016)
Rank
Police Officer

Police Detective

Description of role
•
•
•
•
•
•
•

Police Corporal

•
•
•

Police Sergeant

•
•
•
•
•
•

Police Lieutenant

•
•
•
•

•

Most common sworn officer
Patrol streets, conducts investigations, respond
to a scene or crime
Apprehends suspects
Participate in community engagement efforts
Assigned to a specialized division/unit
Possible supervisory role higher rank detectives
may review reports prepared from subordinates
Based on experience may assume a leadership
role in high-profile investigations
Have supervisory responsibilities
Still active in patrolling and investigating crimes
Take over the duties of police sergeant in their
absence
Train and supervisor patrol officers
Reviews and approves officer reports
Coordinate activity during investigations
Oversee that department policies and procedures
are applied to law enforcement activities
Liaison between upper management and
subordinates
Ensure personnel and equipment is maintained
based on department standards
Administrative
Supervises sergeants
Attend meetings and committees related to their
unit command
Oversee budgeting, maintaining supplies, and
ensuring harassment and discrimination-free
workplace
Assistances to police captains and may take their
place in their absence
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Police Captain

•
•
•
•
•

Deputy Chief

•

Assistant Chief

•

Chief of Police

Police Commissioner

•
•
•
•
•
•
•
•
•
•

Manage divisions within the department
Evaluate teams performance
Make sure officers and detectives are following
policies and procedures of the department
Hire civilian staff to work within their division
Supervises the administrative and support
functions of non-sworn staff
Bureau commander for patrol, investigations
and support
Second highest ranking position in the police
department
Reports directly to the police of chief
Assigned to organizational components
Acts as chief of staff to the chief of police
Highest ranking officer
Manages the police department
Responsible for maintaining efficient operations
in the department
Position exists in some larger metropolitan areas
Usually appointed by the city’s mayor
Not a uniformed officer
Oversees multiple police departments

Larger city police departments tend to have more levels within their chain of
command than smaller departments because of the need of supervisors for more staff
members (Brandl, 2018). The common operating units in a police department are patrol,
traffic, criminal investigation, tactical enforcement, youth or juvenile bureau,

communication, internal affairs, and crime analysis.
•

Patrol: Patrol is one of the common units in police departments. About 70
percent of officers are assigned to this unit, who are responsible for responding to

calls to service within the communities they serve. Patrol officers interact with
the public more than other units do. Many of the issues reported through the

media involve patrol officers.
31

•

Traffic: Larger police departments typically have a traffic unit. The traffic unit is
responsible to anything related to traffic including traffic control, investigation,
and enforcement.

•

Criminal Investigation: The crime investigation unit is made up of detectives

and sometimes other officers. About 15 percent of officers are assigned to this

unit. The larger the department the more specialized in this areas like gang
related and sex-related crimes.
•

Tactical Enforcement: To respond to high-risk situations like hostage or

barricade situations, high-risk arrests, dealing with explosives, and search
warrants, police departments may have a tactical enforcement unit. These officers

received specialized tactical training and equipment to handle these kinds of

situations.
•

Youth or Juvenile Bureau: Officers within the youth/juvenile unit may respond
to conduct investigations if the victim or suspect is a juvenile. Officers that are

stationed at schools may also be in the unit including school liaisons and officers
that work in education programs like DARE (Drug Awareness and Resistance
Education).
•

Communications : The communication unit is often referred as dispatch and is
employed by mostly civilians. Dispatch receive emergency and non-emergency

calls for service and dispatch officers to these calls.
•

Internal Affairs: The internal affairs unit investigates internal and external

complaints against officers. These investigations often include officer-involved
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shootings, officers filing complaints against each other and complaints about an
officer’s supervisor.
•

Crime Analysis: The crime analysis unit is staffed by civilians and is responsible

for discovering trends in incidents of crime, locating crime hot spots, examining
offender networks and crimes, and identifying high-rate offenders. This

information is used to inform patrol units and investigators (Brandl, 2018; Police
One, 2016).
Even though police departments are hierarchical, most of a rookie police officer’s “on

the job” learning occurs with a veteran officer rather than with a supervisor (Oberfield,

2014). Oberfield’s (2014) longitudinal mix methods study of police officers suggests that
when officers leave the “book learning” of the academy to learn “actual real world

policing”, their sergeants were not their main guides. Rather, the majority of their on-thejob training was “entrusted to experienced officers with whom rookies were assigned to

patrol for their first three months on the job” (p. 75). About nine months after their
training, 74 percent of police officers indicate that they were strongly influenced by

veteran officers, and 63 percent said they would turn to veteran officers if they had a
question (Oberfield, 2014). This is illustrated by one officer’s experience, described as

“you don’t want to go to them. I go to my fellow officers before I go to my supervisor”
(Oberfield, 2014 p. 75). Veteran officers share the stories, myths, and folklore, which

shape the new recruit’s view of the police department and how they interact with the
community (Oberfield, 2014). However, the influence of veteran officers declines when

officers gain more experience on the force. With two years on the force, only 44 percent
of officers (as compared to 74 percent when they first entered the police force) said that
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they were influenced by veteran officers, and 55 percent (as compared to 63 percent
when they first entered the police force) said they would go to a veteran officer for any

questions. This change in view, after being exposed to the police environment, may be
because officers’ perceptions that some veteran officers were just lazy and not doing their
jobs. As one newer officer said, “Then you have your older cops who feel like they’ve

been screwed by the department in some way and they don’t do anything. That’s like my
job. They can’t do anything to you if you’re not doing anything, you know, because it’s

very hard to get fired as a cop. You don’t have to do anything you just have to show up
for work everyday and you don’t have to do anything but some people are content with
doing that” (Oberfield, 2014 p. 78). Around the same time (two years on the force), only

55 percent of officers said they were influenced by their supervisor (Oberfield, 2014). In
other words, the socialization of police officers is complex and officers may change the
way they interact with members of their own police department the longer they are on the

force.

Supervisors and patrol officers have different organizational goals because of their
roles within the police force. Patrol officers want to complete their work with minimum
interference, increase their autonomy in making decisions, and have alliances with fellow

officers (Brandl, 2018). Supervisors, on the other hand, are interested in the goals of the
organization, want to decrease autonomy by having officers follow policy and procedure,
and are concerned with how work is represented in the department (Brandl, 2018).

Local police organizations are hieratical complex organizations with a chain of
command that goes from the police chief to patrol officers. However, like many
organizations, there are problems in managing police officers and ensuring that policies
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and procedures are followed. Some of these problems, within police departments, are

based on the different goals of supervisors and patrol officers and officer’s onboarding.
Police officers earlier in their career learn about their jobs from veteran officers rather

than their supervisors. However, the influence of these veteran officers compared to
similar peers declines the longer the officers is on the force.
Policing in a City or Suburb
An officer being employed in a city or a suburb can also influence police practices

and behaviors. Cities with larger populations tend to have higher crime rates then the

suburbs. In 2015, 40 percent of all rapes and sexual assaults, 48 percent of robberies, and

40 percent of aggravated assaults occurred in urban cities (Office for Victims of Crime,

2018). In comparison, 46 percent of all aggravated assaults occurred in suburban areas.
The FBI’s 2019 rate of violent victimization in urban (21.1 per 1,000 persons 12 or older)
and suburban areas (22.3 per 1,000 persons 12 or older) was higher than the rate in rural

areas (Morgan & Truman, 2020). However, they found no statistical difference between
the rates of violence in urban and suburban communities. Their analysis also suggests

that property victimization was higher in cities (153.0 per 1,000 households) than in

suburbs (100.8 per 1,000) (Morgan & Truman, 2020).
Baumgartner (1988) suggests that there is a different moral order for suburbs than
in cities because there are fewer public places for strangers to intermingle. This

perception of moral order can influence police perceptions and behaviors. Police in the

suburbs tend to take on a service style of policing in which they respond to assist
community members. Police practices are rooted in three areas of concern: monitoring
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the conduct of young people, observing the moments of suspicious people, and traffic
violations.

Barrett, Haberfeld, and Walker (2009) studied officers who served in urban,

suburban, and rural environments around New Jersey regarding their attitudes towards

use of force. Their findings suggest that urban city officers were street-wise, actionoriented crime fighters and did not tolerate verbal abuse. These officers were also more

likely in hypothetical car crash scenario involving a suspect to “rip the occupants” out of
the vehicle rather than follow felony stop procedures. Their attitudes were somewhat

dissimilar to suburban police officers, who had more mid-range attitudes. Suburban

officers reported that if they faced verbal abuse by a community member during arrest,
they would give strong verbal commands to gain compliance in the situation. They also
were somewhat divided if they would conduct a procedural felony traffic stop or if they
would drag the suspects out of the car by gun-point.
Policing as a Profession

About 51 percent of the workforce within the United States participates in some
form of professional activity (Cervero & Daley, 2016). Defining what a profession is

debated within the field of Adult Education (Cervero, 1988; Cervero & Daley, 2016).

There are two approaches of defining a profession, which are the static approach and the
process approach (Cervero, 1988). The static approach originated from Flexner’s work

on medical education, which he recommended professional practices and process for task
associated with laboratory and clinical scientists (Cervero & Daley, 2016; Jeris, 2010).

He identified six characteristics of a profession that are: 1) a profession must involve
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intellectual operations; 2) a profession must derive their material from science; 3) a
profession must involve definitive and practical ends; 4) a profession must possess an

educational communicable technique; 5) a profession must tend to self-organization; and
6) a profession must be altruistic (Cervero, 1988). This approach is static because it uses

strict criteria of defining what is or is not a profession. However, the static approach has
fallen under criticism because of its lack of census about the criteria of defining
professionals (Bierema, 2016; Cervero, 1988). Unlike the static approach, the process

approach views professionalism on a continuum by emphasizing a process to develop
professional traits. This process allowed occupational groups to consider

professionalization as a long-term goal (Bierema, 2016; Cervero, 1988). The emphasis
on the development of professional traits helped advance the field of continuing and
professional education (CPE) because one had to go through training to develop them

(Jeris, 2010).

Cervero and Daley (2016) posit that one should consider the social,

institutional, and educational spaces when debating professionalism.
In the social space, individuals have different values, beliefs, and approaches on

what their profession should include (Cervero & Daley, 2016). For example, within the
medical profession there are competing views of traditional medicine versus alternative
medicines like acupuncture (Hirschkorn, 2006). These diverse interests then influence the

agendas of what should be included in Continuing Professional Education (CPE). CPE
also works as a way to regulate the practices of professionals. State and federal boards

include educational requirements for persons to attain and maintain licensure or stay
active within the profession (Cervero & Daley, 2016). For example, some states require

police departments to have their officers attend so many hours of tactical training a year.
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In addition, some cities may require additional training hours for their police department

officers because of valuing community relations or because of lawsuits or consent
decrees.

Institutional agendas also influence professions. CPE is provided by a variety of
different sources, which include individual consultants, universities, private companies,
or professional organizations (Cervero & Daley, 2016). For example, Ohio police

departments have a choice of requiring their officers to participate in an online training

provided by the Ohio Peace Officer Training Academy (OPATA) or to attend in-person
training for community relations created by consultants. What is emphasized within these

trainings may vary based on agendas of these agencies and individuals.
The purpose and delivery methods of CPE is debated among educators (Cervero
& Daley, 2016). Cervero and Daley (2016) ask the question “If education is about
developing programs, curricular, and competencies so that learners will take advantage of

CPE, then how does that connect to and support the vast array of learning that individuals
engage on their own?” (p. 16). These kinds of self-learning activities can include online
learning through professional websites, messaging others within the field, and just

Googling for answers to questions (Cervero & Daley, 2016). The field of policing, like

many other professions, is under pressure to utilize evidence based approaches and to
show improvement of professional performance and delivery to clients (Cervero &

Daley, 2016). For example, in the case of police officers, it is improving relationships
with the communities they serve and their performance in making decisions (e.g. when to

use of force) when engaging with them.
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Policing as a Craft

There is a debate within policing whether it is a “craft” or a profession (Neyroud
& Weisburd, 2014). Those who believe that policing is a profession suggest that

scientific professional knowledge supports the decisions of police officers. For example,

police officers may utilize research results on computers within their patrol car on how
best to approach a street-level decision by entering data about a suspect. The computer

then would best advise them how to approach the situation. Those who believe policing is
a craft believe that it is an officer’s experience, not scientific knowledge, which

influences effective police work (Willis, 2013). Officers continue to develop these skills
overtime by encountering a variety of situations. Willis contends that “Craft places high

value on flexibility to fit the right response to the particulars of the situation and does not

necessarily demand orthodoxy in response. It also recognizes that what works well for

one officer might not work well for another due to differences in skills and personal

traits” (p. 4). For patrol officers these skills include ability to remain calm under pressure,
ability to communicate and listen, use force sparingly, and exercise good judgement

when making decisions (Willis, 2013).
Policing as a New Profession

Stone and Travis (2011) suggest that police departments should move to “new
professionalism” which goes beyond community policing by focusing on four elements:

accountability, legitimacy, innovation, and national coherence. The element of
accountability is when police departments and their officers are accountable, by not only
the policies within their department, but also by civilian review boards, city councils and
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county commissioners, state legislatures, inspectors, general government auditors and
courts (Stone & Travis, 2011). Today, police chiefs often talk about being accountable

for “the three C’s”, which are crime, cost, and conduct. Legitimacy is having authority
beyond state and the law by winning the trust and confidence of the communities they
serve. For example, Stone and Travis (2011) suggest that police departments need to
monitor perceptions of community trust through annual community surveys.

Commitment to innovation is adopting and modifying policies and practices that are
effective based on empirical evidence. Police departments should become centers for

learning for the profession of police. For example, incentivizing officers and supervisors

to attend continuing education courses to actively contribute and apply new knowledge

within the field of policing. Stone and Travis (2011) define national coherence as police
departments participating in countrywide conversations about the police profession and
agree to a set of professional standards: “New professionalism in policing is that police

officers, supervisors, and executives share a set of skills and follow a common set of
protocols that have been accepted by the profession because they have been proven to be
effective or legally required” (p. 3). Officers develop transferable skills and commit

themselves to a set of ethical principles and continuous learning. This continued learning
often takes the form of continuing professional training (CPT).
Warriors or Guardians

Stoughton (2016) asks the question “what does good policing look like” (p. 611)?
He contends that police need to move away from the “Warrior ethos” of officers as

soldiers in a never-ending battle to preserve order against chaos and criminality, which is
perceived to be effective law enforcement and increase safety. The Warrior ideal
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provides an ethical framework to the violent job of policing. There are four attributes of
the Warrior ideal, which are honor, duty, resolve, and the willingness to engage in
honorable violence (Stroughton, 2017).

Honor is serving others above oneself for pursuit of justice using moral methods.
Duty is the perception that officers need to dedicate themselves to a cause that they will

never see completed. “The Warrior does not always win the war but must have the

willingness to face defeat by fight the war” (Stroughton, 2017 p. 633). Duty is the

commitment to an honorable mission that has no end. Stroughton posits, “For the
Warrior, it is better to strive against overwhelming odds and suffer defeat than it is to

forsake one’s duty” (p. 633). Resolve is the grit that it takes to survive life-threating
situations and overcoming the psychological and emotional distress of being a police
office. “They (police officers) must also have the resolve to do their jobs to the best of

their abilities even in the face of public criticism and when they believe that the legal and
political systems have failed them” (Stroughton, 2017 p. 634). The willingness to engage
in righteous violence is using violence as a tool in the pursuit of goals. Officers recognize

that evil exists within the world and that violence is a tool to defend against it, “If you
want to...walk the warrior’s path, then you must make a conscious and moral decision

every day to dedicate, equip and prepare yourself to thrive in that toxic, corrosive
moment when the wolf comes knowing at the door” (Stroughton, 2017 p. 634).
Stoughton (2016) suggests that Warrior policing is a failed philosophy because an

overgrowing lack of confidence in policing in diverse communities. According to a 2014

Gallup poll measuring confidence in the police (percentage of American adults who have
a ‘great deal’ or ‘quite a lot’ of confidence in the police), fell from 57 percent in 2013 to
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53 percent in 2014 and continued to drop 2015 to 52 percent (Jones, 2015). This drop in
confidence in police was the lowest in 22 years, and is partially because of the national

attention of police use of force and killing of unarmed Black men (Jones, 2015).
Confidence in police officers returned to its historic average of 57 percent in 2017;
however, it is still low in Communities of Color (Norman, 2017). Comparing the polls
from 2012-2014 to 2015-2017, Black Americans trust in police decreased five percent

(from 35 percent to 30 percent) and among Latino Americans, it decreased 14 percent
(from 59 percent to 45 percent) as compared to White Americans which increased three

percent (from 58 percent to 61 percent) (Norman, 2017).
Counter to the Warrior mindset is the Guardian mindset. The Guardian mindset
encourages community engagement, fosters trust, and builds lasting community

partnerships. There are five principles of the Guardian mindset, which are respect for
human dignity, empathy, patience, inclusivity and introspection.

Respect for Human Dignity

Respect for human dignity is protecting community members from unnecessary
indignity by minimizing, to the extent of a given situation, the potential for humiliation
and harm. Stoughton (2016) argues that “For the Guardian, dignitary harms are

regrettable side effects of officer actions; humiliation, indignity, and embarrassment

should never be an officer’s objective, nor should they be used as tools to maintain the
power image of the beat officer or for any other reason” (p. 669).
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Empathy
Empathy is considering other people’s perspectives in a given situation , such as
the police officer understanding that community members may not understand what a

“normal encounter” is “Traffic stops, low-level arrests, and burglaries are, to put it

bluntly, business as usual [to a police officer]. But for the motorist, arrestee, or burglary

victim, the situation may be far outside the range of normal experience” (Stoughton,
2017, p.670).

Patience
Patience is knowing that the best outcome is not always the fastest, but one that

protects the community member from indignity and harm. “A Guardian officer
recognizes and accepts that such an approach may stretch what could have been a tenminute encounter into an hour-long, wide ranging conversation. But for the Guardian this

time is well spent because it attempts to avoid unnecessary harm” (Stoughton, 2017 p.
671).
Inclusivity

Inclusivity is treating every member of a community with respect, empathy, and
patience. Officers need to be aware their own biases, but also be aware of reports and

incidents that grow out of other people’s biases. “Inclusivity may be particularly
important over time, as changing circumstances and perspectives shift the identification

of “the other from group to group. Just in the past few decades, concerns about Black
urban as super-predator in the mid-1990’s have been supplanted by concerns about

Muslims as potential terrorists...” (Stroughton, 2017 p. 672).
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Introspection

Introspection is when police officers engage in self-assessment and reflection to
ensure that they are advancing the goals of the profession. Training should not only

include tactical and use-of-force training, but also encompass cultural competency
training, which encourage critical reflection of encounters with community members.
“The goal of introspection is to think about potential alternative so as to improve officer
and community safety by reducing risks in the future” (Stroughton, 2017 p.672).

Introspection, also known as critical reflection, may lead to transformation
learning. Transformative learning is an experience or a series of experiences, which
results in changing the way one views and interacts with the world (Boucouvalas &

Lawrence, 2010). Mezirow introduced the theory in 1978 after conducting qualitative
research with women who returned to college after an extended break (Merriam,
Caffarella, & Baumgartner, 2007). Mezirow posits that there are four important concepts
in transformational learning, which include experience, critical reflection, reflective

discourse and action (Merriam, Caffarella, & Baumgartner, 2007). For learning to be
transformative, an adult learner must self-examine their beliefs and assumptions through

critical reflection (Mezirow, 2000). Officers should self-reflect by drawing from a
variety opinions and experiences that may be different from their own to encourage
discourse. According to Mezirow (2000), discourse is a “dialogue devoted to searching

for a common understanding and assessment of the justification of an interpretation or

belief” (pp. 10-11). The officer through critical self-reflection could transition from an
argumentative mindset to an empathic understanding of others’ views” (Merriam,
Caffarella, & Baumgartner, 2007, p. 134). They then could move to action, which can
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range from changing their behavior to engaging more with the community through
volunteering (Merriam, Caffarella, & Baumgartner, 2007).

Stoughton (2016) suggests three primary reasons why the Guardian mindset leads

to safer policing. First, community members that trust the police are more likely to

cooperate and less likely to resist officers, which decreases the likelihood that a police
officer would have to use force. Second, Guardian policing seeks to avoid confrontations

between community members when it is possible to do so, which minimizes the risk to

both parties. Third, Guardian policing increases the rapport with the community and the

police department, resulting in a reduce suspicion of police actions and mitigating the
negative effect of high-profile incidents like use of excessive force. He suggests that

officers should not completely abandon the skills of the Warrior because they are needed
in certain situations in which officers are faced with sever threats (e.g. active shooter).

Continuing professional education is one method of enhancing the skills, knowledge, and

abilities of police officers.

Recruiting Diverse Officers to Reflect Communities
It is well recognized that police departments should reflect the diversity of the

communities that they serve (Brandl, 2018; Reaves, 2015). Hiring more minority officers

has positive effects because these officers understand and are less prejudiced against

minority communities, may get more cooperation from these communities, have a
stronger stake in the safety of these areas, and may improve the citizens ’ perceptions of

police (Decker & Smith, 1980; Sklansky, 2006). For example, data drawn from 42
interviews with prospective police officers found that minority participants felt like they
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would be better able to respond to cultural specific calls for service (Todak, Huff, &
James, 2018). Specifically, Latino participants believe that their ability to speak Spanish

would assist them in handling disputes in which there were language barriers (Todak,
Huff, & James, 2018). Additionally, having more diverse representation within the

police department may change the culture of the police department to become more
inclusive (Brunson & Gau, 2015). A survey of 15,236 police officers from 88 police
departments suggests that diversification of leadership increases some feelings of fairness

of all officers and amended some feels of unfairness of Black officers (Alderden, Farrell,
& Mccarty, 2017).

On the other hand, some studies have suggested that there is no evidence that

having officers that are from different racial and ethnic backgrounds will perform
differently during their interactions (Skogan & Frydl, 2004). Sklansky (2006) posits that
Black officers shoot and arrest suspects as much as White officers; Black officers are

sometimes prejudiced against Black community members; Black officers get less
cooperation than White officers do from Black citizens; and that Black officers are just as
likely or more likely to prompt citizen complaints and experience disciplinary actions as
a result of their interactions with community members. This contrast of findings suggest

that there may be more systemic problems like police culture that are influencing police

behavior and their interactions with community members. For example, Gould’s (2000)
longitudinal study of race and gender differences suggests that “the personality
characteristics of the officers start to change shortly after their induction into the policing

environment. With rare exceptions, the personality characteristics of the officers reveal a
trend in which the officers tend to become more cynical, more paranoid, more depressed,
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angrier, more dominant and more hostile the longer they are in the policing environment”

(p.50).

There are also problems with police recruitment and pipelines in getting more
diverse candidates within the police force. Women and racial and ethnic minorities are

underrepresented within the police force. In 2013, only 27 percent of police officers are

members of racial minorities and in 2014, only 12 percent of officers are women (Reaves,

2015). Multiple barriers influence increasing diversity of the police force.
First, there is distrust among Communities of Color of the police force, which

makes them less likely to apply to the police force (U.S. Equal Employment Opportunity

Commission, 2016; Norman, 2017). For example, only 35 percent of Black Americans,
as compared to 75 percent of White Americans, believe that the police in their

community do an excellent or good job when it comes to treating racial and ethnic groups
equally (Morin & Stepler, 2016). This trend is also seen among Black officers as

compared to White officers. Only 32 percent of Black officers characterize their relations

with Black community members as excellent or good compared to 60 percent of White

officers (Morin, Parker, Stepler, & Mercer, 2017). Additionally, 57 percent of Black
officers, compared with only 27 percent of White Officers, say that the deaths of Blacks
during encounters with police in recent years are signs of a broader problem between

police and the Black community (Morin, Parker, Stepler, & Mercer, 2017).
Second, when some minorities apply to the police force they are often screened. A
study examining 1,556 police recruits suggests that, when holding education factors like
reading comprehension and level of education constant, White recruits were more likely
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to be the top performers on police academy written exams, as compared to Black and
Hispanic recruits (White, 2008). White (2008) suggests that this finding could be due to a
bias of favoring White males within the academy. “Although there may be other

explanations, it is also possible that there are still inherent attributes of the academy
training curriculum that favor the values and characteristics of White males and make it
more difficult for women and minorities to excel. Given concerns about affirmative

action and the importance of drawing an applicant pool that is representative of the
community this is an issue that the training staff needs to revisit” (White, 2008, p.45).
Third, the culture of policing may contribute to minority officers feel like

outsiders (Bolton, 2003). Kappeler, Sluder, and Alpert (1998) note that policing has
traditionally been an occupation for working- and middle-class White males with
conservative values, and they suggest that the nature of police academy training serves to
weed out applicants who do not conform to those norms or characteristics. A case study

of five large municipal polices agencies suggests that 77 percent of White woman

officers reported experiences of discrimination and 61 percent of Black woman officers
reported racial discrimination (Martin, 1994). Bolton’s (2003) qualitative research
involving southern Black officer’s perceptions and experiences suggests that race

affected how the officers were trained, evaluated, disciplined, assigned, transferred, and
promoted within their police department (p. 389). For example, one officer spoke about

the racism they experienced within their police department. “It is more stressful dealing

internally with the racism that we have. If I didn't have that problem, this job, for me, it
would almost be stress free” (Bolton, 2003, p. 389).
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A quantitative study involving 1,923 Milwaukee police officers regarding feelings

of tokenism suggests that White females, underrepresented males and underrepresented
females felt more isolated and polarized compared to White males in the police
department (Stroshine & Brandl, 2011). Stroshine and Brandl (2011) research suggests
that “Latino officers were more likely than White male officers to have had inappropriate
comments of a derogatory or racial nature made in their presence, to have felt personally

discriminated against because of their race/ethnicity, and to have felt excluded from
formal and informal networks at work” (p.360). Black officers also reported greater

feelings of tokenism as compared to other racial/ethnic groups even though they
accounted for a higher percentage of the police department (25 percent of the

department). Stroshine and Brandl (2011) attribute these feelings to deliberate
discrimination by White officers, “It may be that White males in the MPD are threatened
by the greater presence of Black officers and have stepped up discriminatory treatment to

preserve control and the perpetuated the status quo” (p. 360).

Fourth, minority police officers maybe skeptical about their recruitment as a way
to convey an inclusive image to the public when it really is only “window dressing”

(Cashmore, 2002 p.327). A qualitative study explored perceptions of recruiting more
ethnically and racially diverse officers and enhancing cultural diversity training among
Black and Asian police officers in Britain (Cashmore, 2002). The study’s findings

suggest that neither policy was favored among underrepresented police officers because

of perceptions that the policies give the superficial appearance of progress when in reality

little has been achieved. This experience of “myth versus reality” was depicted by a
South Asian police officer’s experience.
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We shouldn’t even try to boost recruitment. Why? It will happen eventually; we’ll
get more Black bobbies [police officers]. If I was White, I’d be insulted to think
so much money was being spent on trying to recruit. The posters show us like a
happy family, it’s not like that. It’s just better for appearances. But it won’t make
any difference except for the image of the police (Cashmore, 2002, p.327).

Fifth, minorities are being hired, but are not being retained. Haarr (1997) suggests

that women and Black officers felt marginalized despite having a strong representation in

leadership roles at one Midwestern police department. In a more recent study, Haarr
(2005) proposes that women officers resigned from their agency because gender

discrimination was a factor in their decisions to resign. Similarly, McCarty, Zhao, and

Garland (2007) found that in a t-test comparing male and female officer work-relates

stress and burnout, Black female officers reported higher levels of burnout than White
female officers. These findings are supported by an early study by Holder, Nee, and Ellis

(2000), which suggests that Black female officers experience a “triple jeopardy”. They
experience sexism because of their sex; racism because of their race; and then a unique
experience of being Black and female. Another reason for this finding of females not
being retained is that a significant amount of research suggests that there is a masculine

ethos infused within police culture (Heidensohn, 1992; Martin, 1994; Loftus, 2009; Smith
& Gray,1983). Additionally, minority police officers are not promoted at the same rate
as White officers in supervisorial roles, which may cause them to leave their positions.

Given the vast majority of officers are White, under representative officers may have

trouble finding a senior staff member who is willing to support them as they attempt to
navigate their career (Valencia, 2009).
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Although research suggests that there are racial and ethnic differences in
perceptions when officers enter the police force, they do seem to enter the force with

similar motives. A sample of 278 academy recruits suggests that there were no racial or
gender differences for motivations for becoming a police officer. The research suggests
recruits want to become police officers because of practical and altruistic reasons

including job benefits, job security, and to help others (Raganella & White, 2004).
Similarly, Foley, Guarneri, and Kelly (2008) suggest that police recruits and graduates,
regardless of race or gender, choose the policing profession because of the opportunity to

help people, the job security, the excitement of the work, the opportunity to fight crime,
and the prestige of being an police office.

However, additional research suggests that the profession also attracts individuals
that favor authority because of the social order aspect of policing. The profession appeals

to individuals with a high social dominance orientation. Social Dominance Orientation
(SDO) is the “extent to which one desires that one's in-group (e.g. police officers)

dominate and be superior to outgroups” (e.g. civilains) (Pratto, Sidanius, Stallworth, &
Malle, 1994 p.742). College students that had a high social dominance orientation were

more likely to want to go into hierarchical careers like police (Pratto, Sidanius,

Stallworth, & Malle, 1994). Hall, Hall, and Perry (2016) suggests “individuals with high
SDO may pursue jobs in law enforcement and their beliefs may be strengthened as their

tenure lengthens. Since police work is characterized by significant power distance

between internal ranks and also authorizes officers to exercise power over civilian, it may

be well-suited for the expression of SDO” (p. 180). An early study by Sidanius, Liu,
Shaw, and Pratto (1994) found that the police profession, compared to the public
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defender profession who operate within the criminal system, were more social dominance

oriented. They attribute this finding because police officers are “hierarchy enhancers”,

which are organizations or cultures that tend to support or favor the “socially strong
against the socially weak” (p.340).
Oberfield (2014) suggests that it is “crucial for organizations to know what
recruits and entrants think prior to entry [joining the police force]. Bureaucracies [police
departments] may be able to shape entrants’ views somewhat during development, but
fundamentally remaking them seems unlikely” (p. 21). His longitude study of police

officers suggests there is a modest change of police recruits when they enter the police
force; however, they remain tied to their emerging perceptions, identities, and

motivations. Oberfield’s (2014) research would suggest if a police recruit enters the

police force with a strong social dominance orientation, it would be unlikely that their
perceptions would change within the police force. However, Oberfield (2014) is cautious

with his findings and calls for further socialization research on how police officer
entrants are and are not shaped by the police departments they enter.

Police Culture
According to Manning (1995) ‘‘occupational cultures contain accepted practices,

rules, and principles of conduct that are situationally applied, and generalized rationales
and beliefs’’ (p. 472). Police culture is no exception to this definition. Warriror culture is

made up of communal attitudes, values and norms that officers share based on their
environment (Paoline & Terrill, 2005). Officers often experience a struggle between
conforming to traditional police culture versus resisting it. This type of police culture is
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rooted in distrust and suspicion of citizens, the need to maintain authority while

interacting with citizens, a “lay-low/cover your ass” approach to reduce errors in
procedure, a strong connection to the “crime fighting” image of the police force, a
perception of officers versus citizens, and a strong loyalty to other officers (Paoline,

2003). This strong loyalty of other officers is sometimes perceived as a “brotherhood”
that inflicts a group identity over individual differences (Crank, 2014). Traffic stops are
often used to analyze police culture and are an indicator of an officers perception of

aggressively fighting crime and examining a situation ( Paoline & Terrill, 2005).

Oberfield’s (2014) research on police recruits suggest that the longer they are in the

police force their views shift from seeing social problems as caused by structural factors
(e.g. poverty) to seeing them more as a result of individual factors (e.g. the person is a

bad apple). Similarly, Gould’s (2000) research on police personality suggests that the
longer police officers are in the force, they tend to become more cynical, paranoid,

depressed, angrier, more dominate and more hostile (Gould, 2000).
Research by Paoline and Terrill (2005), suggests that when an officer adheres to a

warrior police culture, he or she is more likely to engage in a search during traffic stops

than those officers that resist traditional police culture. These traffic stops are more likely
to occur with African American men compared to White men (Lundman & Kaufman,

2003). Additionally, African American and Latino drivers are less likely to report that the
traffic stop was made for a legitimate reason (Lundman & Kaufman, 2003). Similar racial
disparities are found in use of force and the likelihood of a suspect being shot by an

officer.
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At the city level, three percent of Whites, compared to eight percent of Blacks and

Hispanics, say they have been verbally abused by the police three or more times; less

than one percent of whites, compared to three percent of blacks and Hispanics, say that a

police officer has used excessive force against them three times or more. The differences
are more pronounced for street stops: 16 percent of Blacks and 12 percent of Hispanics

report that they have been unjustifiably stopped by police three or more times, compared
to just four percent of Whites. Such repeated experiences with police mistreatment is
likely to have adverse, cumulative effects on the recipients and, if others are told about
these experiences, on others' vicarious experiences (Weitzer & Tuch, 2004). These

adverse effects continue, as a recent study found, in an analysis of officers reports, that

when civilians were compliant and no arrests were made, Black civilians were about 21

percent more likely to experience some use of force in the interaction, including being
handcuffed or being pushed to the ground (Fryer, 2018). Similarly, a report by the Center

for Policing Equity of 12 police departments suggests that Black civilians were subjected

to more police use of force than White civilians after considering if the person arrested
was for a violent crime (Raphael et al., 2016).

Legewie and Fagan (2016) argue that a diverse police force may help influence

warrior culture by lessening group threat, which will in turn reduce the number of officer-

involved killings. Group threat theory suggest that underrepresented populations activate
a perceived political, economic, and crime threat of member of the majority population

(Legewie & Fagan, 2016). An example of this threat is when there is an increase of

violent attacks against police that results in an increase of the use of force against African
Americans. However, this increase of use of force does not occur with other
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Communities of Color (Legewie & Fagan, 2016). This research also suggests that police

officers have a degree of discretion in choosing with whom they will use force. Having a
police force that is predominantly homogeneous may also increase this threat because
“homogeneous police departments are likely to respond to perceived threats with higher
solidarity that is based on the notion of ‘us’ against ‘them’ or blue versus black” (Legeqie

& Fagan, 2016, p.11). Using a database of 3,833 incidents of officer involved killings
between January 2013 and June 2016, they found that African Americans are

disproportionally affected by lethal use of force. “The rate of police killings per 100,000
residents is 3.05 for African Americans compared to 1.33 for non-Hispanic whites, a ratio

of 2.29 kills of Blacks compared to non-Hispanic Whites” (p. 25). Their additional
findings suggests that having a diverse police force reduced group threat, but did not
reduce the number of officer-involved killings. The relationship between black-on-white

homicide rate (a measure of group threat) and the number of officer-killings is weaker in

settings with increasing representation of African Americans in the police force.
Although, these findings suggest that having a diverse police force may mitigate group
threat there are still serious barriers in recruiting and retaining a diverse police force
(White, 2008; McCarty, Zhao, & Garland, 2007; Bolton, 2003).

Similarly, data from the Department of Justice (DOJ) suggests that police officers
are five times more likely to shoot a Black suspect than a White suspect (U.S.

Department of Justice, 2001; Scott, Mia, Sadler, & Correll, 2017). There are two
arguments for this discrepancy of use of force on a Black suspect. The first argument is

that these shooting and negative interactions are due to Racially Biased Policing (RBP).

Fridell et. al (2001) contends that “Racially biased policing occurs when law
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enforcement inappropriately considers race or ethnicity in deciding with whom and how
to intervene in an enforcement capacity” (p. 5). The second argument is that Black

suspects’ behaviors increase the likelihood of an officer to shoot. “According to this
account, police may ultimately use more extreme force with Black suspects because
Black suspects, on average, behave in a more violent, threatening manner than White

suspects (e.g., committing more crime, more violent crime, and/or acting in a more
belligerent fashion)” (Scott, Mia, Sadler, & Correll, 2017, p. 703). An analysis of 213

metropolitan areas over a 21-year period, including data from three separate sources (the
Uniform Crime report a comprehensive data set from the Federal Bureau of Investigation,
data from the U.S. census, and the Supplementary Homicide Report), suggests that police

officers are more likely to shoot Black suspects when controlling for race-based
differences and crime being held constant (Scott, Mia, Sadler, & Correll, 2017). In other

words, the data suggest that the racial discrepancies in suspect shootings are because of
Racially Biased Policing.

Many police departments have implemented body-worn cameras to improve

police behavior in an attempt to improve community relations. However, research by The
Lab @ DC suggests that behaviors of officers who wore the cameras all the time were

indistinguishable from the behavior of those who never wore cameras (Yokum,
Ravishankar, & Coppock, 2017). The policy of body cameras may be unsuccessful

because police officers still have high levels of discretion, which allows them autonomy
in deciding either to follow police procedure, not charge someone, or to discriminate

against that individual (Lipsky, 2010; Raine, 2015).
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The research suggests that there are systemic cultural issues in police
departments, which are biased against Black Americans. These biases result in racial

disparities in suspect shootings, use of force, traffic stops, and general interactions with
citizens (Raine, 2015; Scott, Mia, Sadler, & Correll, 2017). Solutions like utilizing body

cameras or having a more diverse police force have mixed results and are only a

temporary solution to the police community problem (Legewie & Fagan, 2016; Yokum,
Ravishankar, & Coppock, 2017). In other words, these policies are Band-Aid solutions

that do not explore the underlying cause. The proposed study will examine these
underlying causes by exploring the shared experiences of officers that who been

identified by their department leadership and communities they serve in being competent
in community relations. Ideally, the findings of this study will better inform police

officer development and assist in limiting these racial disparities.

Street Level Bureaucracy

Lipsky (2010) contends, “Public service workers who interact directly with
citizens in the course of their jobs, and who have substantial discretion in the execution of

their work are called street -level bureaucrats...” (p. 3). Police Officers are street-level

bureaucrats in the following ways. First, many officers’ are line-level workers in which
they are the first contact of the police department with civilians. Second, officers have
substantial discretion in processing people and how they provide services and sanctions.

Third, many police officer decisions are made immediately during their interactions with

civilians. Fourth, civilians lives may change based on the decisions of the police officers.
As a result of decisions of police officers, community members become suspects,

suspects are prosecuted, and victims get a sense of justice. However, because officers are
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street-level bureaucrats they have a lot of discretion on making decisions, which may be
misused or abused (Brandl, 2018).

One way to decrease police discretion is by increasing the amount of officer
supervision. With less discretion, officers have less control over the range of situations

where lethal force is appropriate (Engel, 2002). Norwacki (2015)’s research suggests that
larger departments are associated with more killings by police. The answer may lie in

moving toward a style of innovative supervision, where supervisors spend more time
mentoring, coaching, and forming relationships with their officers (Engel, 2002).
Restrictive administrative policies represent limits on police discretion. By taking some

of this decision making out of the officers’ hands, race will be less likely to influence the
decision to use lethal force. Additionally, police departments that are nationally
accredited tend to have lower rates of use of force (Parker, MacDonald, & Jennings,

2005). According to Parker, Macdonald and Jennings “accreditation is premised on the
notion that professionally developed departmental-level policies and procedures can
improve police behavior. Proponents of accreditation suggest that accreditation improves

the professionalism and responsibility of police agencies” (p. 62). Restrictive policies

should reduce lethal force incidents primarily by reducing its use against People of Color,

which follows historical patterns (Norwacki, 2015). ). However, given the nature of
police work of officers mostly working alone, it can be difficult to increase supervision
(Raine, 2015). Police departments often use continuing education to ensure that officers
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Formal Education & Continuing Professional Education

Formal Education

Learning is often associated with formal education like learning in classrooms and
colleges (Merriam & Bierema, 2017). “Formal education is highly institutionalized,

bureaucratic, curriculum drive, and formally recognized with grades, diplomas or

certificates” (Merriam, Caffarella, & Baumgartner, 2007 p. 29). Within formal learning
settings, adult learners intentionally participate and are conscious of their learning. There
are many forms of formal education including college, academies, in person training,

web-based training, workshops, and continuing education. According to the National
Police Foundation, about 30 percent of police officers within the United States have a

four-year college degree and about 52 percent have a two-year degree (Gardiner, 2017).

There are also inconsistencies among education requirements (e.g. college degree) among

police agencies. Nationally only about one percent of police agencies require officers to
have a four-year degree while six percent require some college and nine percent require a

two-year degree (Reaves, 2010, p. 11). This inconsistency among education requirements

presents problems because police departments may have more college-educated officers

than others. In Ohio, a college degree is not required for entry into the police academy.
College education has been suggested to be a significant factor in understanding how

police officers may interact with the public. A survey of 511 police officers regarding use
of force and college education found that there is a relationship between education and
the frequency and level of use of force. Patrol officers who had higher levels of education
(e.g. undergraduate degree) were less likely to report that they would use force when

59

interacting with civilians and would be less likely to use lethal methods like impact

weapons or deadly force (Chapman, 2012).
Ohio Police Academies
The Ohio Peace Officer Training Commission (OPATA), under the jurisdiction of
the Ohio Attorney General’s Office, oversees the training requirements for Ohio law

enforcement including police academies. There are about 60 academies throughout the
state of Ohio that train basic, advance, and specific categories of police officers for the

state. Among these academies, there are two specific types, which are “closed programs”
and “open enrollment programs” (Police Academies in Ohio, 2018). The closed programs

are most common in larger communities like Cleveland, Ohio and require that students

secure employment through the local police department before enrolling. These
academies often do not charge fees and some departments will pay the student’s salary

while attending the academy. For example, the City of Cleveland requires that applicants
must successfully complete the selection process to be appointed to their police academy.

After selected, the recruits embark on an intensive course of classroom and field study for
approximately six months (Public Safety Careers, 2018). Open programs, on the other
hand, allow students to attend without holding a current position within a police
department, but charge a tuition. Within these programs the GI Bill, financial aid, or

some scholarships may be used to cover the cost of the open academy. For example, the
Kent State University Police Academy has a total tuition of $4,220.00, which includes

orientation materials, curriculum compact disk, Ohio Criminal Law Handbook, and
ammunition for firearms training (Kent and Trumbull Police Academy Tuition, 2018).

About 47 percent of academies within the United States are operated by higher education
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institutions or technical colleges (Brandl, 2017). To apply to both types of academies,
candidates must meet the following criteria including: 1) Be a United State citizen. 2)
Have a high school diploma or GED. 3) Pass a criminal background check and medical,

physical, and psychological tests. 4) Have the ability to write and read in English. 5) Be

at least 21 years of age when taking the civil servants exam. 6) Successfully complete the
written examination for certification.
Candidates require a minimum of 728 hours of training including topics in
administration, legal, human relations, firearms, driving, subject control techniques, first

aid/CPE/AED, patrol, civil disorders, traffic, investigation, physical condition, and
homeland security to become a police officer (How to Become a Peace Office in Ohio,

2018). Although, some local police departments may require additional training hours.

For example, Cleveland requires officers to have over 1,110 hours of instruction through

their police academy (Cleveland Police Academy, 2015). Built within the Ohio academy
requirements for all basic training is only 16 hours, which is about only 2 percent of all
required training hours, of community diversity and procedural justice course. Ohio
Peace Officer Training Academy (OPATA) offers a free eight-hour class designed to

“foster better community-police relations (Procedural Justice and Police Legitimacy,

2016). The course covers the history of policing and its influence on public relations, and
how officers may prevent a “cynical mindset”. However, the majority of required hours

of training fall within legal and traffic courses. In other words, there is not a great deal of
focus on preparing patrol officers in community relations within diverse communities

within Ohio police academies. It takes about six months or longer to complete the
academy requirements and then pass the Ohio Police Certification Test to become an
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officer. In addition, after being employed, officers may be required or recommend by

their police departments to refresh or learn new skills through continuing professional
education (CPE).

Formal Mentoring

Caffarella (1993) defines mentoring as a strong helpful relationship in which
individuals with more experience work with less experienced individuals to help promote

their professional and personal development. One way new police recruits may learn
about their jobs are through intentional formal mentoring programs with veteran officers.

According to best practices identified by the International Association of Chiefs of Police
there are multiple benefits of establishing formal mentoring programs in police

departments (Sprafka & Kranda, 2008). First, the formal programs ensure that all the
employers will have similar on-boarding experiences including the benefits of having a
mentoring relationship. Second, formal mentoring programs promote agency loyalty and

inclusiveness. Third, the formality of these programs allow chiefs to identify the goals,
structures, and procedures of the mentoring program. Last, formal programs have clear

defined roles and responsibilities of the mentee and mentor (Sprafka & Kranda, 2008).
The goals of these formal mentoring programs are to promote professional growth,

inspire personal motivation, and to enhance the effectiveness of the police department
(Sprafka & Kranda, 2008).

Some empirical research has suggested that formal mentoring program do have
some success with police officers. A study conducted in Oyo State, Nigeria found that
mentoring was the third leading casual variable of career aspirations of police trainees
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(after emotional labour and self-efficacy). Aremu and Lawal (2009) suggest, “mentoring
in the police (most especially at the entry level of the profession) would not only benefit
and enrich the career aspirations of the young elements in the force but it would also

greatly help them progress in their career and thereby helping to improve the efficiency

of the police” (p. 250). Farnese et. al (2016) extends the police mentoring research by
exploring how formal mentoring programs influenced the socialization process of 117

Italian correctional police officers. They found that mentoring had a direct effect on

organizational commitment. Additionally, mentoring and socialization were interrelated,
“when traditional tactics (socialization) go wrong—especially when newcomers do not

receive emotional sustenance from their colleagues or do not perceive the possibility of

having a rewarding development within the organization—a different learning source
(mentoring) exerts a protective function, reducing newcomers’ intention to quit” (p. 441).

Formal mentoring programs within police departments do have some limitations.

Formal mentoring programs also have some challenges particularly for Persons of Color
and women. Hansman (2002) posits that individuals that often serve as mentors are from

dominate and/or hegemonic groups within the organization and may not understand the
issues faced by marginalized groups. Additionally, these mentoring programs may not be

available to underrepresented individuals. Most organizations that try to implement
formal mentoring programs to be inclusive of underrepresented employees have failed to
remove barriers or advance underrepresented groups (Hansman, 2002). This failure of the
mentoring program is in part due to the emphasis of the program focusing on the

employee performance and not understanding the needs of the employee.

A quantitative

study conducted by Barratt, Bergman, and Thompson (2014) suggests that there is a
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gender bias, favoring more masculine gender role orientation, in police mentoring
relationships. Woman federal police officers who scored higher on a masculinity measure

reported higher career mentoring than woman who had lower scores. Barratt, Bergman,
and Thompson (2014) attribute this finding to that “masculine women would be

perceived to have a greater capacity for success in law enforcement because they better
match the law enforcement ideal, which is masculine itself. This suggests that for less
masculine women to be mentored, the masculine ideal within the policing community

needs to be replaced with the notion that different people bring different strengths to the
workplace, all of which can be useful to policing” (p. 28). In others there is sometimes a
bump-up of mentoring individuals that do not directly conform to the masculine

standards of police culture.

Continuing Professional Education
Continuing professional education (CPE) emerged within the early 1900’s as
solution in training physicians (Cervero & Daley, 2016; Flexner, 1910). Despite its early

adoption, CPE has only recently developed systems of pre-professional education in

which evidence based practices are used (Cervero & Daley, 2016). The purpose, forms,
locations and delivery systems of CPE are still debated among adult educators (Cervero
& Daley, 2016). The term “continuing professional education”(CPE) may be segmented

into three areas. “Continuing” implies that the training will be on-going and that there
will be further professional development beyond a single training course. “Professional”

suggests that the training is oriented to a particular profession or field like social work,

nursing, and police officers. “Education” is a process that transfers new or reinforces
existing knowledge to the student or participant. However, the above definition is not
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completely defined. Queeny (2000) defines continuing professional education as “the
education of professional practitioners, regardless of their practice setting, that follows

their preparatory curriculum and extends their learning . . . throughout their careers” (p.
375). Similarly, according to Cervero (2000), the purpose of continuing education is to
improve the practice of the professional. CPE include activities like workshops, courses,

online activities, self-directed study, workplace in-service education, mobile applications,
and services provided by universities (Cervero & Daley, 2016).

One may argue that the context also plays a major role in CPE. The definitions
above imply that the participants are willingly participating in continuing education, but

there are fields that require it due to government legislation, especially in professions
such as police officers. Politics and law also influence continuing education. Sometimes

continuing education is mandated to protect the organizations from potential lawsuits. For
example, if an organization had a recent sexual harassment case, they may require all
supervisors to attend training. Although these kinds of required trainings, with little buy

in from the participants, are often unsuccessful (Dobbin & Kalev, 2016). For example,

the positive effects of diversity training only last about two days and sometimes can

activate negative bias or backlash from the participants (Dobbin & Kalev, 2016). The
field of continuing education is often criticized for being ineffective in improving

performance (Cervero, 2000). However, CPE can be more effective when the program or
training integrates adult education principles, which aid in the transfer of learning.
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Transfer of Learning

Broad (1997) defines the transfer of learning as the “effective and continuing

application by learners, to their performance of jobs or other individuals, organization, or
community responsibilities, of knowledge and skills gained in the learning activities” (p.
2). There is some skepticism around the effectiveness of CPE programs in transferring
learning to an individual’s daily practice, particularly if the individual has a significant

experience within their field (Foley & Kaiser, 2013). CPE learning has been found to be
the most effective in training novices (e.g. new police recruits) than incorporating new
learning with experienced professionals (e.g. seasoned police officers). Many of these

problems with transfer of learning are because of obstacles like a lack of motivation of
the adult learner (Daley, 1999; Reich, Rooney, & Boud, 2015). Just because a police
officer attended a CPE course does not mean that a learning transfer occurred. Foley and

Kaiser (2013) have identified several barriers to the transfer of learning. These barriers
include a lack of motivation when a learner enters a CPE course, an absence of
foundational knowledge about a given topic, little confidence in learning the material,
and a lack of support after learning the material (Foley & Kaiser, 2013).

Common CPE practices by the facilitator may also influence the transfer of

learning. To improve learning transfer facilitators can replace ineffective teaching
practices with more effective instructional tools. One method of enhancing learning is

utilizing scaffolding. Wood, Bruner, and Ross (1976) define scaffolding as a process that

“enables a child or novice to solve a problem, carry out a task or achieve a goal which

would be beyond his unassisted efforts” (p.90). Foley and Kaiser (2013) focus on four
elements of scaffolding that may assist adults in learning transfer. First, creating the
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space for learning to occur, “Being conscious that the setup of the room, the temperature,
the light, and the sound are significant physical factors of establishing a learning

environment is important” (Foley & Kaiser, 2013, p. 10). Second, ensuring that the adult
learners feel emotionally safe by focusing on inclusivity, biases within language, and
sociocultural diversity. Third, making sure that the resources and tools are relevant to the
context of the adult learner, “The more relevant and authentic a learning resource is to the
actual applied end use of the learning, the more impactful that resource will be to learning

transfer (Foley & Kaiser, 2013, p. 10). Fourth, utilizing community learning and problem
based learning approaches may also assist in scaffolding. In community learning, the

learners serve as a support structure for each other within the learning process. For

example, during a CPE course, police officers may share their experiences and “best
practices” when interacting with community members to contribute to the shared learning

of the group. Problem based learning, on the other hand, occurs when learners begin to

take on consecutively more challenging tasks or problems as they master the current
challenge (Foley & Kaiser, 2013). One example of problem-based learning would be to
integrate real-life case studies within the training and having the participants offer
solutions.

Situated Learning
Daley and Cervero (2016) extend Foley and Kasier’s work by proposing a new

model of CPE, which integrates the transfer of learning. Daley and Cervero (2016) add
that effective CPE should include “a constructivist view of learning creating by linking
professional practice, content, and knowledge into an integrated learning system” (p.

20).The model, which was adopted from Cervero’s (1988) earlier model on CPE,
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considers how knowledge is constructed in professional practice and how context
influences the learning process (Daley & Cervero, 2016). Professionals actively make

decisions on how they will apply the new CPE knowledge based on their interpretations

of the environment.
This process is also known as situated cognition (Paige & Daley, 2009). Situated
cognition proposes that learning may occur when an adult learner acts and interacts

within their natural and social environment (Lave, 1988). Lave (1988) purposed that
people typically do not utilize formal approaches when solving everyday problems. For
example, her research suggests that when adults learned the formal method of how to
calculate mathematical problems in school, it was significantly different from the math

they utilized within the real world (e.g. at a grocery store). For situational learning to
occur, knowledge needs to be presented in a real world context and it requires social

interaction and collaboration (Lave & Wenger, 1991). Hansman (2001) proposes, “That
adult educators understand that learning can take place in many settings and therefore

design programs that incorporate tools, context, and social interactions with others. These
programs could take form of internships, apprenticeships, and formal and informal
mentoring programs that provide adult learners with real-world, context based learning”

(p. 49). For police officers these real-world learning is achieved through formal and

informal mentorships with veteran officers and on the job training. Additionally, through
interactions with other experienced officers and peers, new recruits may learn the history,

assumptions, cultural values and rules within the police department (Hansman, 2001;
Oberfield, 2014). These cultural assumptions may influence the way officers interact

with the community.
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Paige and Daley (2009) suggest that there are four interconnected principles of

situated learning, which influence the transfer of learning. The first principle suggests
that the transfer of knowledge is rooted in the social context. Wilson (1993) posits,
“Knowledge and learning have to be understood inextricably integrated with the setting

which they occur” (p.73). The transfer of learning is more likely if the learning
environment is authentic. For police officers participating in hands on field experiences
with veteran officers interacting with community members (rather than learning just

within an artificial environment like a classroom) would be an authentic learning

environment.
The second principal is that meaning is constructed through a community of
practice. For police officers their community of practice is comprised of their fellow

officers. Police officers, like healthcare providers, have their own jargon and behaviors,

which will change based on whom they are interacting with (Paige & Daley, 2009).
The third principal is that knowledge depends on a variety of tools and artifacts
(e.g. language, technology, and images) and that previous learning influences on how

these tools are used (Paige & Daley, 2009). Wilson (1993) suggests that “learning is an

everyday event that is social in nature because it occurs with other people; it is ‘tool

dependent’ because the setting provides mechanisms (computers, maps, measuring cups)
that aid, and more importantly, structure the cognitive process; and finally, it is the

interaction with the setting itself in relation to its social and tool dependent nature that

determines learning” (p.73). For police officers these tools can be the squad car,

computerized tracking systems, guns, Tasers, riot gear, among others. All these tools can
affect the way police officers interact with the public and how the public perceives them
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within those interactions.

For example, a pilot study examined participant ratings of

pictures of protective vests that would be worn by police officers outside their uniform on

eight areas including: (1) approachability, (2) militarized appearance, (3) intimidation, (4)
professional appearance, (5) organization, (6) confidence instilled in the officers, (7)

confidence instilled in the public, and (8) recognizable law enforcement (Neill, Swenson,

Stark, O’Neill, & Lewinski, 2018). They found that participants rated confidence of the
officer as most important, which was followed by how confidence inspiring the vest is to

the public, recognizable as law enforcement, approachability, organization, and
professional appearance. The least important attributes of the vest were militarized

appearance and intimidation (although they were still significant factors). However, a
major limitation to the study was their sample was largely female and White, which

limited their ability to generalize the research and explore racial differences. Given the

differences in national polling with People of Color having lower confidence with the
police (Norman, 2017) and more negative experiences with law enforcement (Scott, Mia,
Sadler, & Correll, 2017) that there would be racial differences regarding police wearing

the vest externally. In other words, the tools officers choose to use may influence the

interactions between police officers and communities largely affected by poor police

community relations.
The last principal considers that situations are seen through an historical lens
based on social processes and ways of thinking and perceiving (Paige & Daley, 2009).

Paige and Daley (2009) suggest that for health professions this process can be viewed as

enculturation into the professional environment (e.g. health care field). This
enculturation into the professional development may not be so different for police
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officers.

Police officers learn values about their profession on the job through the

enculturation process (Ellwanger, 2012). The enculturation process, like any other
profession, includes providing the officer with a set of guidelines, perspectives,

prescriptions, techniques, and tools, which are necessary to participate in the organization
(Ellwanger, 2012; Van Maanen, 1973).

Evaluating Continuing Professional Education

Both Queeny (1996) and Cervero (2000) argue that for continuing education to be
more effective, programs need to increase their use of assessment, evaluation, and

documented successful results. A purpose of assessment, as it relates to police officer
training, is to monitor progress and to measure the level of learning overtime (Sork,

2010). Assessment helps determine the success of the training by examining instructor
effectiveness, noting progress toward the goals of the program, and if student learning

has occurred (Sork, 2010). According to Hodnett (2001; as cited in Sork, 2010) suggest
assessment “works best when the programs it seeks to improve have clear, explicitly

stated purpose.. .the goals of the educational performance and expectations have been
considered”. For example, a goal of educational performance for a police-training

program may be to increase awareness of implicit bias, which can be tested through an
implicit bias measure. Knox (2002) suggests that evaluation may help a continuing

education program by providing feedback and reflection to help strengthen the program.

Even though many scholars and practitioners have suggested that assessment of
continuing education is important, there has been little assessment or evaluation on the
effectiveness of police officer development in community relations.
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Cultural Diversity Training

One way police departments are trying to enhance a police officer’s skills in

community policing is through cultural diversity training. These trainings usually involve
increasing an officer’s awareness around their unconscious (also known as implicit bias)
and conscious biases, racial awareness, prejudices, human rights and police ethics and

behavior (White & Escobar, 2008). However, there is very limited research on the

impact on of community diversity police officer trainings on community relations
(Johnson, 2015). The first study by Teahan (1975) examined three Detroit Michigan

police academy classes regarding a two hour long diversity training that lasted twelve
weeks. Counter to Teahan’s (1975) expectation, white officers that attended the training
were more prejudice towards African Americans and were more sensitized to the
presence of African American and white problems compared to the control group who
did not attend the training. Conversely, African American officers became more positive

towards whites because of the training. The second study, explored police academy

recruits in Illinois who completed a series of training on multicultural diversity

(Schlosser, 2013). An analysis of pre-post assessment of their racial attitudes revealed
that the training had no significant impact on the racial attitudes of the recruits. The

academy then altered the diversity training in an attempt to improve its outcomes, but a

second study of the training found no significant impact on racial attitudes (Zimny,
2015).

However, a major limitation to these studies is that the trainings may have not

been integrated with other officer development initiatives. A meta-analysis of 40 years of
research on diversity training evaluation across occupations suggests that positive results
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of diversity training were great when integrated with other diversity initiatives. More

specifically, when the training targets both awareness (e.g. understanding one’s biases),
skills development (e.g. learning to communicate across differences), and is conducted

over a significant period of time (Bezrukova, Spell, Perry, & Jehn, 2016).
The vast majority of cultural diversity training studies for police officers have
focused on their perceptions of the trainings. Coon (2016) conducted a web-based survey

of Rhode Island police officers and their supervisor’s attitudes towards diversity issues
and training. Supervisors reported more favorable attitudes towards diversity trainings

compared to non-supervisors. Females also had more favorable attitudes towards

diversity training as compared to males. However, many of the officers, regardless of
gender, reported that they were tired of hearing about issues and training related to

diversity. An early study by Gould (1997), suggests that there is a relationship between
the amount of time that a police officer is exposed to the policing environment and their

attitude being more cynical and hostile towards cultural diversity training. However, he
asserts that the rejection of the cultural diversity training seems to be born more out of an

attitude of "if nobody really cares about us, then why should we be trained to care about
other people?" than of rejection of cultural diversity training based on its usefulness

(Gould, 1997). With that said, it is important to recognize that police officers are not
passive participants, but also carry their own collective and individual experiences and

perceptions to the training.

For cultural diversity training to be successful certain considerations should be
made. It should be remembered that the teaching of cultural diversity also means the

unlearning of already existing culturally insensitive attitudes and behaviors that may be
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reinforced by police culture (Gould, 1997). The more reinforced a certain stereotype,

custom, or behavior, the harder it for an individual to unlearn. This reinforcement of

culturally insensitive attitudes in the police force would suggest that it may be easier to
train new recruits in community relations than to require it of more seasoned officers. In
other words, it is easier to teach tricks to a "new pup" than an “old dog” unless we learn

to respect the needs of the “old dog” (Gould, 1997). Cultural diversity training should
begin early in an officer's career. If officers are exposed to cultural diversity training

early in their careers, they are probably more likely to apply culturally sensitive skills on
the job. Although, some research has suggested that after the police academy and

exposure to police culture that attitudes of new recruits begin to shift. For example, 60

percent of police officers enter the police academy because they motivated by treating
people fairly and equitably; however, when they started working in the police force this

motive decreased to 46 percent. This finding suggest that for cultural diversity training to
have its greatest impact on the police behavior and attitudes, it should be reinforced

throughout an officer’s career.

Oliva and Compton (2010) qualitative study explored what officers’ value in the

classroom. They conducted focus groups with academy recruits and individual
interviews with ranking and non-ranking officers, and supervisors. The data suggests that

officers value the following. First, officer value stimulating and quality instructive
methods, which are interesting and inspiring. For example, one officer in their study
stated, “The content is too light, not in-depth. They [the instructors] are academically

light” (p.328). Second, officers valued practical content emphasizing real world
application to the profession of policing. For example, one participant mentioned “I
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enjoyed hands.I enjoy an instructor who can tell personal stories that relate too personal

experience.. .Out in the field, out in more practical settings” (p.329). Third, officers value
classroom opportunities to develop personal contacts and learning from the experiences
of other officers. For example, one participant mentioned, “By working in groups you
learn from other people. You meet people from other agencies” (p. 330). Last, officers

value efficient course delivery, which are well managed and address respective content in
an appropriate amount of time. For example, participant mentioned, “Every one [training]

I’ve been to was way too long. They could have been cut in half” (p. 331).

Additional research has suggested best practices for diversity training for officers.
In order for the training to be successful, it should include experienced officers and

administrators in the same classroom setting. This allows the officers to know that the

training is valued by the administration. The training should also be aimed toward
explanation and discovery concerning cultural differences, rather than appearing simply

to place blame for police-community conflict on the individual officer. This blame again
will just reinforce that belief that the community “just don’t get what we do as officers”
(Gould, 1997; Police Conduct Oversight Commission, 2014). The facilitators should

allow time for venting of frustrations centering on the cultural diversity training. Often

officers feel like the community labels them as “raciest” when in reality they are a part of

a larger racist system (Huisman, Martinex, & Wilson, 2005).
Given that police culture emphasizes strong loyalty to other officers and the

“citizen versus police” mentality, it is not surprising to find that officers prefer to be

trained by fellow officers and not citizens (Paoline & Terrill, 2005). However, officers
must be aware of the citizen’s experience to improve their community relations skills.
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Best practices suggest that the officers are trained by an experienced officer and an

experienced citizen trainer, particularly a person of color (Hennessy, 2001). When
outside trainers are used, especially those with no law enforcement background, the “buy

in” from the officers can be feeble at best. Outside training consultants with law

enforcement experience and understanding can best fit the role of training the trainers.
Team teaching with both white and minority instructors will often serve to refocus

participants’ attention on the critical issues of community relations in diverse
communities rather than personal agendas. The trainers should assist the participants in

feeling included and not under attack. Hence, avoiding community activists as trainers

may be preferable so officers do not feel intimidated (Police Oversight Commission,
2014). Trainers should take on the role of a resource guides and facilitator, not assuming
that of a subject matter expert (Hennessy, 2001). Officers will dismiss trainers as
irrelevant when the material is approached from a purely academic standpoint (Police

Conduct Oversight Commission, 2014).
Additionally, the class should include officers as the sole participants so they feel
“safe and unthreatened” by other participants to facilitate participation (Foley & Kaiser,

2013). A part of the cultural awareness and community relations curriculum involves
communication in a cultural context and cultural applications with police. It is also
important to understand the power that police represent in their community and how

people of other cultures may view that power (Huisman, Martinez, & Wilson, 2005).
Officers will feel engaged when the material has practical implications for daily activities
and concerns. Personal experiences and everyday examples of concepts make it tangible
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(Police Conduct Oversight Commission, 2014). Key issues are officer safety, issues of

liability, and law.

Many of these cultural diversity training best practices are in line with andragogy.
Andragogy is defined as “the art and science of teaching adults” (Knowles et al., 1998,

p.61). The model is based on six assumptions on how adults learn (Knowles &

Associates, 1984). First, adults are self-directed learnings. Second, adults accumulate a
reservoir of experiences, which can be tapped into during learning. Third, the readiness of
an adult to learning is based on the development tasks and their social role. Fourth, as

adults mature there is a shift from future application of knowledge to immediate

application of knowledge. In other words, adults tend to focus more on problem-centered

learning. Fifth, adults are internally motivated versus externally motivated. Last, adults
need to know why they need to learn something new. Birzer (2003) argues that by
applying andragogy, it will help police officers develop their problem solving skills and

become self-directed learners in dealing with community related issues. Similarly, Vodde
(2008) suggests (although using anecdotal data) that andragogy results in greater
outcomes in learning and competencies compared to traditional, pedagogical, military

model used by most police trainers at that time.

Continuing Professional Education Policies
Policy also influences continuing education, which is the case for the professions

like policing. In 1838 the first public police force was established in Boston, and it was
not until 1880 that all major U.S. cities followed suit (Archbold, 2013). These early

police departments shared commonalities with the modern police force. They were
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publicly funded, bureaucratically structured, had full time-employees, followed policies
and procedures, and were accountable to a central governmental authority (Lundman,

1980; Potter, 2013). However, the strategies of policing and officer training evolved
based on the political, social, and economics at a particular time. Police strategies that are

used today originated in the 1970’s and 1980’s due to the civil rights movement,
increasing diversity in inner cities, changing age of the population (more teenagers and

youth), heighten in crime, oversight of police departments by courts, and

decriminalization and deinstitutionalization movements (Kelling & Moore, 1988). Police

departments began supporting a community strategy in which they focused on crime
control and prevention (Kelling and Moore, 1988). The U.S. Department of Justice
defines community policing as “a philosophy that promotes organizational strategies that

support the systematic use of partnerships and problem-solving techniques to proactively
address the immediate conditions that give rise to public safety issues such as crime,

social disorder, and fear and crime” (U.S. Department of Justice: Civil Rights Division,
2014, p. 1). Police officers take on a role of being more community orientated, and the

community reciprocates by assisting them with information (Birzer, 2003). However,
these policing strategies are not always successful in improving community relations.

The International City Management Association
Community relations and diversity training within police departments is not a new

concept. In the 1940’s the International City Management Association, a leading
association of professional city and country management and other employers who serve
local governments, released the report “The Police and Minority Groups: A Program to

Prevent Disorder and to Improve Relations Between Difference Racial, Religious, and
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National Groups” (Weckler & Hall, 1944; White & Escobar, 2008). The purpose of the

report was to “present constructive, practical suggestions on preventive policing in the
field of interracial relationships. Emphasis was placed on police techniques for
preventing riots and improving relations between different groups” (Weckler & Hall,
1944 p. iii). The report was written in response to the 1943 Detroit Riots, which resulted
in the disproportionate deaths of more Black American lives than White American lives

(Capeci and Wilkerson, 1990; Weckler & Hall, 1944). Around this time other
professional organizations participated in developing race relations training for police

officers like the National Conference of Christians and Jews and academics from the
University of Chicago. Although, there were several police administrators involved in
implementing the recommendations of the report, many police departments did not

support the effort (Barlow & Barlow, 2000). Many of the police chiefs felt that it was not
the role of police departments to improve race relations and a vast majority of them
denied the existence of racism (Barlow & Barlow, 2000).

Kerner Commission
Race riots continued into the 1960’s. In response to the growing racial tension,

particularly the racial riot of the summer of 1967 in Detroit, President Lyndon B. Johnson
assembled the Kerner Commission. The commission was an 11-member committee
including members of the U.S. Senate and U.S. House of Representatives, and leaders
from organizations like the United Steelworkers, and the National Association for the

Advancement of Colored People in addition to the chief of police of Atlanta, Georgia.

The commission created the Kerner Report, which concluded that the United States was
“moving towards two societies, one black, one white -separate and unequal ”( National
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Advisory Commission on Civil Disorders, 1968, p. 1). The report recommended going
beyond the creation of police programs to mend community relations into more policy
and procedural development. These recommendations included (1) reviewing policing

operations in urban communities and eliminating any harsh practices, (2) providing

protection of urban residents to eliminate perceptions of insecurity of Black Americans
from double standards of policing, (3) establishing mechanisms for the reparation of

grievances against police officers and public employees, (4) adopting procedures to assist

police officers in making critical decision where police conduct may create tensions, (5)
develop programs to help foster community support for law enforcement, (6) recruit
more Black Americans into the police force and ensure fair promotion practices, (7)

create the “Community Service Officer” (CSO) program to attract urban youth, between
the ages of 17 and 21, into the police force. These new recruits would work within the

urban communities, but would not have full police authority. The federal government

would cover 90 percent of the cost of employing CSOs on the basis of one for every ten
regular officers. Items four, five, six and seven were related to CPE. President Johnson

never implemented the recommendations from the Kerner Report because he thought it

would damage his chances of reelection (George, 2018; Graham, 2017). When the report
was released, polls showed that 53 percent of White Americans condemned the idea that
racism caused the riots and thought the recommendations were too progressive. However,

58 percent of Black Americans agreed with the report’s findings (George, 2018).

President’s Commission on Law Enforcement and Administration of Justice

Around the same time of the Kerner Comission, President Johnson assembled the
“President’s Commission on Law Enforcement and Administration of Justice”, which
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was a 19 member commission made up of law enforcement, lawyers, social workers and

others to recommend changes to policing, the justice system, and corrections (Skogan,

2018) . The commission worked with 63 staff members, 175 consultants, and hundreds of
advisers to produce the final report “The Challenges of Crime in a Free Society”. The

report, which was published in 1967, made more than 200 recommendations to lead to a
safer and more justice society. More specifically for police departments, it made

recommendations for changes their policies and procedures around community relations.
The Commission saw that one of the biggest challenges to police departments at that time
(and still today) was police community relations, “It is an overwhelming problem of the

relations between the police and minority-group community, between the police,
Negroes, Puerto Ricans, and Mexican-Americans. It is a serious as any problem the

police have today” (U.S. President’s Commission on Law Enforcement and
Administration of Justice, p. 99). Similar to the warrior versus guardian debate today,
the 1967 report discussed the nature of police work of either being traditional (e.g.

focusing just on crime) versus being the role of the “protector” (e.g. focusing on non

enforcement duties like answering service calls). The Commission made a
recommendation that police departments take on a protector role because the non

enforcement duties by the police would help them control crime. These recommendations
included policies on community relations, controlling discretion of police officers,

increasing diversity in staff, addressing the role of police in society, increasing the

openness to research, and consolidating police departments (Skogan, 2018).
The Commission believed that community relations was important and that it

should be integrated into the culture of the police department, “community-relations work
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should have the same high status, the same strong support from the chief, and the same
access to needed resources of manpower, equipment, and money as another other

essential police function (p. 101). Additionally, they saw problems with the ways police
departments processed grievances, “Unless... the legitimate grievances relating to the
police are confronted and frankly and effectively, improvement of police community

relations will be impossible” (U.S. President’s Commission on Law Enforcement and
Administration of Justice, p.103). As a solution to the community police divide, the
Commission recommended community advisory boards, which were made up of leaders

from minority communities. These advisory boards would inform police leadership on

community relations problems and trainings, and advice the departments on policies and
procedures.

The Commission recommends in each police precinct a minority-group

neighborhood there should be a citizens’ advisory committee that meets regularly
with police officials to work out solutions to problems of conflict between the

police and the community. It is crucial that the committees be broadly
representative of the community as a whole, including those elements who are
critical or aggrieved (U.S. President’s Commission on Law Enforcement and

Administration of Justice, p. 101).
The Commission also stressed the importance of integrating community relations
issues within police officer training, “Community relations subjects, such as psychology

of prejudice, the background of civil rights movement and history of the Negro in the
United States should be emphasized in both recruit and in service training programs”
(U.S. President’s Commission on Law Enforcement and Administration of Justice, p.
82

102). This kind of training was recommended for all officers including commanding and
staff officers. Community relation was also factored into the performance review of

officers for promotion. They also recommended utilizing variety of teaching techniques
to better prepare the police officer.
The Commission recommends [that] all training programs should provide

instructions on subjects that prepare recruits to exercise discretion properly, and to

understand the community, the role of police, and what the criminal justice
system can and cannot do. Professional educators and civilian experts should be
used to each specialized courses -law and psychology, for example. Recognizing
teaching techniques such as problem-solving seminars should be incorporated into

training programs (U.S. President’s Commission on Law Enforcement and
Administration of Justice, p.112).

The Commission believed that new police recruits, who participated in about
eight or more weeks of training, were subjected to “unsophisticated and incomplete”

courses (U.S. President’s Commission on Law Enforcement and Administration of
Justice, p.112), “in two large departments that offer over ten weeks of training, less than

two days are devoted to police-minority group relations” (U.S. President’s Commission
on Law Enforcement and Administration of Justice, p.112). As mentioned previously,
this lack of community relations training is still a problem within academies today. The

importance of training was also highlighted in their recommendation for a minimum of

400 hours of classroom training spread throughout a four to six month period of time so it

could be combined with supervised field training.
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According to Skogan (2018) the issues discussed by the “President’s Commission

on Law Enforcement and Administration of Justice” are still unresolved. Since the

recommendations police were described as more effective at crime reduction, less
corrupt, better equipped, less likely to shoot people, and more professional (Skogan &

Frydl, 2004). However, as mentioned previously, there is still a racial divide in trust of

police officers and that community policing has not solved these issues (Skogan, 2018;
Norman, 2017).

The Task Force on 21st Century Policing
It was not until 2014 when another federal commission was formed for police

reform. In response to the growing tension between communities and police departments

on December 18, 2014, President Barack Obama signed an executive order to create the

Task Force on 21st Century Policing. The group was tasked with identifying best
practices and offering recommendations on how policing practices and building

community trust with police departments (COPS Office, 2015; President’s Task Force on
21st Century Policing, 2015). The taskforce identified six areas of improve which are

Building Trust and Legitimacy, Policy and Oversight, Technology and Social Media,
Community Policing and Crime Reduction,

Building Trust and Legitimacy. Law enforcement agencies should adopt a
“guardian” versus a “warrior” culture. This includes promoting public trust by engaging

with the communities and being transparent and accountable for their actions. This also
includes measuring and tracking levels of trust communities have in police agencies and
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having a police force that is demographically representative and culturally competent of
the communities they serve (President’s Task Force on 21st Century Policing, 2015).
Policy and Oversight. Law enforcement agencies should adopt policies and
procedures that reflect community values. These policies including the use of force, mass

demonstrations, racial profiling, and performance measures. Included within these

policies are external and independent investigations and persecutions of officer involved
shootings and other use of force situations and in-custody deaths. Law enforcement
agencies are encouraged to periodically review their policies and procedures including

civilian oversight mechanisms (President’s Task Force on 21st Century Policing, 2015).
Technology & Social Media. Law enforcement agencies should embrace
national standards for the research and development of new technology. Address human

rights and privacy concerns. Examine using body-worn cameras and other technologies.

They should adopt model policies and practices for technology-based community
engagement that will assist in community trust and access (President’s Task Force on 21st

Century Policing, 2015).
Community Policing & Crime Reduction. Law enforcement agencies should

work with the communities they serve to co-produce public safety. This includes
adopting policies and strategies that emphasize the importance of community engagement
in managing public safety. This strategy includes using community team approaches for

planning, implementing, and responding to crisis situations with complex casual factors.

Law enforcement agencies should avoid using tactics that stigmatize youth and
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marginalize their participation in schools and communities (President’s Task Force on

21st Century Policing, 2015).
Training & Education. Officers and leaders should be trained on a wide variety

of issues including international terrorism, evolving technologies, rising immigration,
changing laws, new cultural mores, and a growing mental health crisis. Peace Officer and
Standards Training should include mandatory Crisis Intervention Training which equips

officers to deal with individuals with mental disabilities or are within a crisis. In addition,
officers to be knowledgeable about disease of addiction, implicit bias and cultural
responsiveness, policing in democratic society, procedural justice, working with LGBT
and gender nonconforming populations and effective social interaction and tactical skills

(President’s Task Force on 21st Century Policing, 2015).

Officer Wellness & Safety. The U.S. Department of Justice should encourage
and assist departments in the implementation of scientifically supported shift lengths by

law enforcement. They should also expand efforts to collect and analyze data not only on
officer deaths but also on injuries and “near misses”. Additionally, law enforcement

agencies should promote wellness and safety throughout the organization. The Federal

Government should develop programs to provide financial support for law enforcement
officers to continue to pursue education (President’s Task Force on 21st Century Policing,
2015.
The Task Force recommended that Federal law enforcement agencies implement
the six areas immediately. However, only nine states have adopted the recommendations

including Massachusetts, Tennessee, South Carolina, California, Wisconsin, Washington,
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Illinois, Missouri, and Virginia (COPS Office, 2016). States like Ohio have created their

own advisory taskforces in order to continue to improve the states’ police officer
trainings in an attempt to improve community relations.
Ohio Advisory Group on Law Enforcement Training

The policies related to police officer development in Ohio will be explored within
this literature review because the proposed study will examine police departments in the

Greater Cleveland area since it has been hardest hit by police and community issues (U.S.
Department of Justice, 2014). In 2014, the State of Ohio formed the Advisory Group on

Law Enforcement Training. The group was tasked with assessing how Ohio trains its

officers and made recommendations for future improvements. Many of these
recommendations include increase oversight from the Ohio Peace Officers Training
Commission (OPOTC) who oversee the Ohio police academy and police officer

trainings. The advisory group focused on four main areas, which are:

Pre-certification. Pre-certification focuses before a cadet’s first day of basic
training academy. This area includes requiring a high school diploma or GED, passing a
drug screening, a psychological exam, polygraph test, physical fitness assessment and be

screened for criminal disqualifiers like sex offense and/or misdemeanors crimes.
Certification. Certification focuses on the time the cadet is within the academy
including certification which is 605 hours of instruction. This area includes: (1) increased

oversight by hiring staff to evaluate basic training academies and instructors, (2)
establishing a minimum performance standards for officer academies, (3)changing the

basic academy model by lowering the number of academies in the State of Ohio to ensure
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proper management and better trained officers, (4) adding basic academies, (5) ongoing

instructor evaluations, (6) OPATA oversight on the order of topics taught in basic
academy, (7) academy lesson plans being taught in their entirety, (8) physical skills tests

be overseen by OPOTC staff, (9) increasing the number of basic training hours to 16-18

minimum hours, (10) adding training in community-police relations including implicit
bias and procedural justice, including mental health community panel in basic training,
(11) adding scenario and stress-induced training hours, (12) adding scenario-based

testing/training villages which includes a post-academy, scenario-based certification test

administered by OPOTC, (13) requiring all students to complete an agency internship
before receiving their full peace officer certification.

Post-certification. This area focuses on any time after the certification of the
officer. This is the area most CPT (continuing professional training) courses are oriented.

Innovations . Ideas that were recommended to improve the policing profession.
As a result, from the recommendations from the advisory committee, the state of

Ohio’s Ohio Peace Officer Training Academy (OPOTA) recommends that police officers

complete additional hours of continuing education, including 4 hours of community

police relations continuing professional training in 2016(Continuing professional
training, 2016). In 2017, OPATA continued to increase the required continuing

education hours to 20. However, in 2018, there are no continuing education requirements
because of budget cuts.

The minimum number of hours is based upon funding available for

reimbursement. No funding is available for 2018. Therefore, the commission is
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not mandating any CPT hours for 2018. However, the commission does

recommend each agency continue to build towards the 40 hours of annual

advanced training for each of its officers and focus on specific topics, as
recommended in the report issued by the Attorney General’s Advisory Group on

Law Enforcement Training” (OPATA News, 2017).
See figure 1 outlining the required CPT hours of police officers.
Figure 1: Required Continuing Education Hours for Ohio Police Officers

CPT Hours
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It is the hope of the Ohio Attorney General office that recommending additional

CPT courses hours will improve community relations with police officers. However, no
research study has explored the correlation between hours of CPT and improved

community relations. Additionally, the state Ohio has not required CPT programs to

provide results of their assessments and if there was a transfer of learning. Some research
has suggested that the higher level of college education of a police officer (undergraduate
degree) the less likely they are to support abuse of authority (Telep, 2011). This finding
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implies that there is a correlation between education and police officer behavior.

However, officers may also learn how to be better police officers through informal

methods. The proposed research will examine how police officers gain the knowledge
and skills necessary to be effective in community relations within urban communities

through informal and formal learning.
Ohio Community Relations Task Force & Advisory Board

On December 2014, the Ohio Task Force on Community-Police Relations was
formed after the deaths of Tamir Rice and John Crawford III (Ohio Task Force on

Community-Police Relations, 2015). The taskforce was charged with three main focuses:
first, to explore the causes of the fractured relationships between some law enforcement
and the communities they serve; second, to examine strategies to strengthen trust between

communities and law enforcement to help resolve the underlying causes of the fraction;
and third, to provide the Governor with a report of recommendations on best practices

available to communities.
The advisory board provide seven areas of recommendations, which included the

following.
Accountability and Oversight. The committee recommend several areas of

accountability and oversight. The task force recommended that the State of Ohio create
an ongoing body made up of community members, law enforcement, academics, elected

officials, and clergy that reviews issues of community-police relations. This body would
also oversee and monitor the implemented of the task force’s recommendations in Ohio

police departments. The task force also recommended that an outside prosecutor and an
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independent special investigator unit be used during police involved investigations of

uses of deadly force to ensure objectivity. They also recommended the creation of an
independent body for local jurisdictions such as a citizen review board to investigate

incidents of police misconduct.
Community Education. The task force recommended that police officers and

community members must be proactive members in community problem solving by
creating methods to help the public understand police policies and procedures. These

community education recommendations included identifying effective community
policing strategies, teaching community members how to interact with the police,
allowing community members to view officer stops and take part of officer ride-alongs,
and having community members review the Department of Justice Findings of consent

decree mandates to learn from the steps they took to improve community relations.
Community Involvement. The task force recommended that there needed to be

efforts for police departments and the community to build trust and strengthen
relationships. These areas of recommended included developing ongoing dialogue such
as round table discussions, community events, block watch meetings and other gathers

between communities, law enforcement and other representatives of the community
justice systems (e.g. judges) and increasing opportunities for police officers to interact

with youth in a law non-enforcement capacity in communities and at schools.
Grand Jury Process. The task force recommended that the grand jury process

should be reviewed by the Supreme Court of Ohio, the Ohio Constitutional
Modernization Commission, or appropriate government authority regarding use of force.
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Their recommendations included a judicial oversight of the grand jury process, creating
and open and transparent grand jury process, and requiring a grand jury review of all

officer-involved deaths or serious injuries when there is not an independent investigation.
Recruiting and Hiring. The task force recommended that all police agencies in

the State of Ohio adopt a minimum hiring policies. Their recommendation included
utilizing best practices for recruiting diverse individuals from colleges and high schools

that are reflective of the community. They also recommend creating minimum hiring,

testing and pre-screening policies that include the use of psychological assessment such
as implicit bias screen, physical assessment, background investigations, to ensure that the
candidates are physically, emotionally, and mentally fit for their future roles as police

officers.

Standards. The task force recommended that the all Ohio law enforcement
agencies adopt standard policies around deadly force with the goal of the protection of all
lives. Their recommendations included reviewing and/or revising use of force policies

around the protection of all lives, adapting a policy regarding releasing information to the
public in the aftermath of a critical incident, and ensuring that there are adequate

resources for the officers to conduct their jobs safely and efficiently.
Training. The task force recommended there should be a greater emphasis on
and investment in Ohio police officer training. These recommendations included

identifying the necessary training for all law enforcement officers in partnership with

community experts, developing a task force to work with the Ohio Attorney General’s

Advisory Group on Law Enforcement Training to continue to develop training topics,
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requiring a 40 hour leadership training for new police chiefs and sheriffs including a
focus on diversity and historical perspectives of law enforcement and community
relations, establishing a training on community policing for executive-level chiefs and

sheriffs, increasing the basic training curriculum, and re-evaluating the hours required for

basic and advance training.
The task force also outlined strategies in order to strengthen the trust between
communities and law enforcement. These strategies included officers utilizing problem-

oriented policing, departments adopting the Community Initiative to Reduce Violence

model, using place-based policing strategies, training officers on police legitimacy and

procedural justice training, adopting community-oriented policing, and adopting proven
best-practices from Cincinnati, Los Angeles, and Chicago.

In 2015, as a result of the work of the task force, the governor established the
Ohio Collaborative Community-Police Advisory Board. The Collaborative was a 12-

person panel comprised of law enforcement experts and community leaders. The purpose

of the Collaborative was to work with the Office of Criminal Justice Services and the
Ohio Department of Public Safety to ensure the implementation of the recommendations

from the Ohio Task Force on Community-Police Relations (Ohio Collaborative

Community-Police Advisory Board, 2020).
On August 28, 2015, the State of Ohio established state standards regarding the
use of force and agency employee recruitment and hiring as a result of the Ohio
Collaborative Community-Police Advisory Board overseeing implementation of the Task

Force’s recommendations (Ohio Collaborative Community-Police Advisory Board,
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2020). Since then the Collaborative has updated their recommendations to include a total

of eight standards. These standards included the following areas:
Response to Resistance. Police officers must have a reasonable belief force is necessary

to protect life before it is used. A police officer can only use deadly force in the
following circumstances: 1) to defend themselves from serious physical injury or death;
2) to defend another person from seriously physical injury or death; 3) or if it meets the

requirements outlined in Ohio law specifically Tennessee v. Garner (1985) and Graham
v. Connor (1989).

Recruitment and Hiring. Police departments should recruit and hire qualified
individuals while providing equal employment opportunities. These departments need to

adopt non-discrimination policies and practices within hiring, promotions, terminations,
employee discipline, performance evaluations, and interviews.
Community Engagement. Police departments must establish a community engagement
strategy with the goal to improve police and community relations. This strategy can

address the following areas: youth programs; educating the community on police

behavior; understand the communities police departments serve; receiving and providing
information to the public; finding areas of joint concerns; and communicating any

changes within the police department.
Body Worn Cameras. Police departments need to have clear guidelines on the use of
body-worn cameras. The department must address the following areas: 1) the purpose

and department’s viewpoint regarding their use; 2) clear guidelines on when officers

should activate and deactivate the camera; 3) data retention plans of the video recording,
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which address public records and privacy concerns; 4) training and accountability
requirements for officers.

Telecommunications Training. Police departments must ensure that call talking and

dispatching are performed properly through continued training. This standard includes
dispatchers receiving accurate and complete information from callers requesting help

from the police. Dispatchers accurately managing and classify the requests for assistance
and correctly relaying the information to the responder.

Bias Free Policing. Police departments should have a written policy on biased-based

profiling. This policy should include the following: 1) officers cannot use biased-based
profiling during traffic stops, field contacts, and in asset seizure and forfeiture efforts; 2)

all police department employees should be trained on biased based profiling issues and

their relevance to the law; 3) disciplinary measures must be taken if an officer is found to
have used biased-based profiling; 4) the collection of data on self-initiated traffic stops

including the race and gender of the driver; and 5) a publicly available documented
annual review of department practices, data collected, and citizens’ concerns.
Investigation of Employee Misconduct. Employee misconduct review process should

include administrative and citizen complaints. This process must include: 1) a formal

complaint process on when and how to file a complaint; 2) procedures for accepting,
processing, and investigating a complaint; 3) timelines for the resolution of complaints;

4) safeguards to protect the rights of employees during the investigation; 5) availability to
the public of registered complaints or commendations through social media or through
the agency’s communications programs.
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Vehicle Pursuit. Police departments should have a written policy, which addresses the
pursuit of motor vehicles. The policy must include; 1) the definition of motor vehicle

pursuit; 2) the criteria of when a vehicle pursuit is warranted; 3) evaluation of the

circumstances of a vehicle pursuit; 4) a provision that prohibits or discourages vehicle

pursuits if the suspect is easily identifiable unless it poses a risk to officers or other
individuals, including serious physical injury or death; 5) the responsibility of the vehicle
pursuit initiating unit and the secondary units; 6) outlining the roles and restrictions of

marked and unmarked vehicles involved in the vehicle pursuit; 7) developing a
communication protocol used during a vehicle pursuit; 8) highlighting the role of
supervisors within a vehicle pursuit; 8) stating who has responsibility and authority to

terminate a vehicle pursuit; 9) understanding inter and intra-jurisdictional vehicle
pursuits; 10) requiring training for officers in vehicle pursuit termination and intervention

tactics; 11) requiring a written report after a vehicle pursuit; 12) conducting an annual

assessment of vehicle pursuit reports including a review of the vehicle pursuit policy
(Law Enforcement Vehicular Pursuit Standard, 2020).

A certification process was developed to ensure that Ohio police departments

were adopting the standards established by the Collaborative. The process of

certification has three requirements. First, the police department submits an application
and documentation of how they are supporting and implementing the standards set by the

Commission. Second, the application and documentation are sent to a reviewer. The
reviewer evaluates the documents and investigates if the department meets the standards.

Third, a criminal justice professional (an assessor) will conduct an on-site assessment of
the police department. This process involves the assessor reviewing the documentation
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and conducting interviews with department staff and compiling a report of their findings.

The final report is then reviewed by the executive director of the Office of Criminal
Justice Services to determine the final certification of the police department. The

certification will last three to four years, after which then the department must reapply.
As of April, 2020, 438 Ohio law enforcement agencies were certified, 153 agencies were

recertified, and 19 are in the certification process. A total of 78 percent of all Ohio law
enforcement officers are certified or are in the certification process (Ohio Collaborative
Community-Police Advisory Board, 2020).
Informal Learning & Non-Formal Learning
When individuals think of learning in adulthood many think of the classroom as

the center for learning. However, learning may occur in non-formal settings. “Non

formal education refers to all organized educational programs that take place outside the
formal school system, and are usually short-term and voluntary” (Schugurensky, 2000 p.
2). Informal learning, on the other hand, is the spontaneous, unstructured learning, that

occurs at home or in the neighborhood, in the workplace and other informal settings
(Merriam, Caffarella, & Baumgartner, 2007). Individuals participate in informal learning

on a daily basis and may not be aware of their learning (Hansman, 2016). Schugurensky
(2000) proposes three types of informal learning, which are self-directed learning,

incidental learning, and socialization or tactical learning (Merriam, Caffarella, &

Baumgartner, 2007; Schugurensky, 2000).
Self-directed learning refers to learning projects that are facilitated by the
individual without the assistance of a formal educator (e.g. teacher or a trainer). It may

97

include the presence of a resource individual, who may not regard themselves as an

educator. This form of learning is intentional and conscious. For example “ a group of
neighbors wants to get their street paved, and then set up to learn collectively the

different steps that they must take to influence municipal decision making, reading

documents, talking with councilors, meeting with leads of neighborhoods etc.”
(Schugurensky, 2000 p.3). Tough’s (1971) research on self-directed learners of Canadian

adult learners suggest that 90 percent of his participants devoted an average of 100 hours

to self-directed projects and integrated that learning into their everyday lives. Merriam
(2017) posits that self-directed learning is not about passive learning, but self-direct

learning “is about the learner taking control of her or his own learning” (p. 24).

Incidental learning occurs when the adult did not intend to learn something, but after the

experience they become aware learning has taken place. For example, “a person is
watching the news and there is a documentary about the unfair treatment of an ethnic

group received during a particular period, a historical fact that the view was unaware of

before (Schugurensky, 2000 p. 4).
Informal Mentoring
Hansman (2016) expands the informal learning literature, by including informal
mentoring which “occurs when mentors and mentees agree to work together based on

common understandings, interests, and goals. The relationships may be psychosocial in
nature, providing learning support for mentees” (p. 34). The informal mentoring

relationship includes mentees engaging in peer mentoring through alliances with fellow
co-workers. These types of mentoring relationships improve a mentee’s confidence, self

esteem and help them advance their careers (Hansman, 2016). Mentors help the mentees
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to learn everyday work practices and coach them through career related issues (Hansman,
2016).

Police officers engage in informal mentorships throughout their careers
(Oberfield, 2014). Early on in the career of police officers, peers play a major role in

how they experience the academy (Oberfield, 2014). Trainers often convey to recruits
that the academy will be extremely difficult. Those who are able to get through these

challenges go onto becoming police officers and those who thrive eventually become

leaders in the police force (Oberfield, 2014). Oberfield (2014) posits, “Cadets with
military training are featured as examples of those who persisted in the face of pain and

may be given leadership roles. Since rewards are punishments are doled out to the group,
peers begin to evaluate and critique one another” (p. 77) either by “what not to do” or

“what to do”. These peer interactions may influence how police officers learn how to
interact with the public. This influence of peers is evident in a survey conducted by

Oberfield (2014) of cadets that went through three months and six months of academy

training. Seventy percent of cadets said they learned from other cadets and 60 percent
said that they were impressed by them (Oberfield, 2014). Although, as mentioned

previously, veteran officers tend to have the most influence on police officers after the

academy (Ellwanger, 2010). Oberfield’s (2014) longitudinal mix methods study of police

officers suggests majority of officers learned everyday work practices by working with
experienced officers with whom rookies were assigned to patrol for their first three

months on the job. About nine months after leaving the academy, 74 percent of police

officers indicate that they were strongly influenced by veteran officers and 63 percent
said they would turn to veteran officers if they had a question (Oberfield, 2014).
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Social Roles
Socialize or tactical learning is the internalization of the values, attitudes,

behaviors, skills which are neither intentional or conscious because of everyday life
(Merriam, Caffarella, & Baumgartner, 2007; Schugurensky, 2000). For example, “a

person lives in a racist environment and has both a negative perception of People of
Color and discriminatory attitudes, and assumes that perception part of objective reality,
not as a process of learned socialization” (Merriam, Caffarella, & Baumgartner, 2007 p.

5). One form of socialize or tactical learning is through one’s social role.
Social role theory examines how adults engage with life and how roles influence

interpersonal relationships and activities. Reitzes (2003) investigated how social
engagement involving one’s social role influenced their adult development. He suggests

that social roles influence a person’s identity, life satisfaction, and emotional well-being.

An adult may have a range of social roles like volunteer, neighbor, friend, and spouse.

These roles allow adults to “anticipate future behaviors and to maintain regularity with
social behaviors” (Reitzes, 2003, p.427-428). Adults draw meaning from their social
roles, which influence how they interact with others. There are five processes, which

influence an individual’s social role. First, role satisfaction, which the agreement between
a particular social role and other roles in the person life. Second, the commitment to the

role, which is how dedicated a person is to a social role. Third, role salience, which is
how willing one is to participate in a social role. Fourth, role centrality, which is how
important the role is to the person. Last, identity meaning, which is how one views

themselves within the role (Reitzes, 2003). For example, two police officers may follow a
similar policy but could treat community members differently based on other factors like
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their personality, moral development, and awareness of diversity. However, social role
theory is important to consider when developing community relations training because of

the intersectionality of roles.

Within the police officer development, it is important to understand how the five
process influence social roles of police officers. Officers may view their interactions with

community members only through their occupational role as a police officer. Officers

may be suppressing their role salience as a “neighbor” when policing in a different
neighborhood than they live. Social role theory suggests that it is imperative that police
officer development integrate community programs, like coffee with a cop or

volunteering at community events in neighborhoods they police. These types of

community interactions may increase the saliency of social roles like volunteer and
community member (particularly if paired with experiential learning). Ideally, through
these interactions and experiences, officers may experience positive interactions with the
communities they serve. However, an officer’s experience with diverse individuals may
also influence their interactions.

Summary

Stoughton (2016) suggests that officers need to adopt a Guardian mindset, which
encourages community engagement, fostering trust, and building allies within the

community. However, limited research has focused on how police officers develop the
knowledge and skills in community relations within urban communities. In other words,

how do officers become guardians in these communities? Officers may learn community

relations through formal education like continuing education and the police academy, but
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also through informal education like lived experience and through other officers.

Furthermore, counter to this learning is a traditional police culture that is rooted in a
masculine warrior ethos, which encourages officers to preserve order against chaos and

criminality in a hostile world (Stoughton, 2017). The purpose of this grounded theory

study is to understand how patrol officers, who are recognized by their department
leadership, police trainers, and communities they serve as sophisticated in urban

community relations, develop the knowledge and skills within this area. This research
does not address when officers should use warrior like tactical skillsets.

102

CHAPTER III

METHODOLOGY

Introduction

This methodological chapter highlights the research methodology to achieve the
purpose of this study. Within this chapter, I will highlight the research purpose, the

research setting of Cleveland, Ohio, my intent to use grounded theory, the research

questions, the data analysis, the researcher’s perspective, and ethical concerns.
The Purpose

There are problems between police departments and the communities they serve,

particularly among Communities of Color and their predominantly White police officers.
Some of these problems are rooted in the warrior culture of police departments as the

mission of policing over community trust and legal principles and policies and may lead
to resistance to change (Stoughton, 2017). Stoughton (2016) suggests that officers should
embrace a guardian ethos, encouraging officers to value public engagement, foster trust,
and build lasting partnerships. However, limited research has focused on how police
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officers resist warrior police culture and develop better skills in community relations. In
other words, how do officers become guardians? This current study will attempt to
answer this question. This research only focuses on developing officers in community

relations and does not address tactical officer training (e.g. when to use a firearm).
This study explores how patrol officers develop the knowledge and skills to
become competent in community relations in urban communities. It does so through the

use of grounded theory study. More specifically, it examines how patrol officers develop
the knowledge and skills within this area, particularly those who are recognized by their

department leadership, police trainers, and communities they serve as sophisticated in
using a guardian ethos within their urban community relations.

No research has examined the shared traits of police officers that are competent in

community relations. Additionally, no study has examined how officers become
competent in community relations either through formal and/or informal channels of

education. Grounded theory is an ideal methodology in understanding the formal and

informal learning and development of patrol officer in community relations in an urban
context (Merriam & Tisdell, 2016) because it explores everyday-world situations

(Creswell, 2013). By understanding the lived and learned experiences of these patrol

officers, a model was developed to help inform police training, policies, and procedures
to enhance the interactions between patrol officers and the communities they serve
Research Setting
According the U.S. Census’s Segregation Dissimilarity Index, Cleveland, Ohio is
ranked the ninth highest metropolitan area in White and Black segregation (CensusScope,
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2018). The U.S. Census’s Segregation Dissimilarity Index measures the degree to which
a minority group is distributed differently than the White population across census track.

The scale ranges from 0 (completely integrated) to 100 (completely segregated)

(CensusScope, 2018). On a scale of 1 to 100, Cleveland has a White/Black dissimilarity
index score of 79.7. This score indicates that Cleveland is highly segregated. About 80

percent of Cleveland’s Black population would have to move to match the White
population. Much of this segregation is because of a deep-rooted history of racial tension
and housing discrimination in Cleveland and its surrounding communities.

Cleveland and its inner-ring suburbs have received national attention in problems
between police departments and the communities they serve. In 1966, the Hough Riots

occurred, which according to the Encyclopedia of Cleveland History (2018), “were part

of a national pattern of racial tension and frustration which produced violence in many
parts of the country in 1966.” There are a number of accounts of the racial tensions

within the Hough neighborhood at the time. One incident involved a bar owner refusing
to give a Black customer a glass of water. The owner taped a sign that said “No Water for
N***ers,” which resulted in a group of Black civilians assembling outside in protest (The
Cleveland Historical Team, 2018). The protest soon turned violent and spread through the

Hough neighborhood. Police were called into the scene, but were unable to control the

civil unrest from escalating from rock throwing to looting, arson, and shooting (The
Cleveland Historical Team, 2018). At the request of the mayor, the National Guard was

called in to restore order. Four Black residents were killed, 30 were injured, and about

300 arrests were made because of the conflict.
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On July 23, 1968, the Glenville Shootout transpired, which involved a number of
Black men and police officers. Glenville, which was located on Cleveland’s east side,
was a thriving Black neighborhood complete with restaurants and shops, and was home

to several civil rights groups (Boissoneault, 2018). The city was under heavy
surveillance because of a national counterintelligence program, which targeted Black

Nationalist groups. The FBI believed these groups were threat to US security because of

civil unrest that was occurring nationally (Boissoneault, 2018). How the shooting
occurred is somewhat controversial. The police claimed that the Black Nationalist fired
the first shot. However, the Black Nationalists claim police officers ambushed them.

After an hour of violence, four black men and three police officers were killed. The
incident led to 48 hours of conflict involving looting, arsons, fires, and beatings (Ohio

History Central, 2018). The Ohio History Central (2018) asserts that
For much of the twentieth century, Cleveland's eastern neighborhoods had lacked
business development and a declining population, as many residents, especially

White ones, sought better lives in the suburbs. Many remaining residents

developed a sense of hopelessness as their communities declined and the various
levels of government failed to assist them. The Hough Riots, the Glenville

Shootout, and Ohio's several other racial disturbances of the 1960s illustrate the
lack of opportunity for many people, especially African Americans, in Ohio's
major cities during this era. Other cities across the United States faced similar

disturbances.

These racial disparities still occur today. In 2014, the Cleveland Police
Department (CPD) entered a Consent Decree as a result of an investigation by the
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Department of Justice (DOJ) on its use of force policies. The 21-month investigation

revealed that the CPD was in violation of the Fourth Amendment (U.S. Department of

Justice: Civil Rights Division, 2014). As noted in the report, “We (DOJ) have
determined that structural and systemic deficiencies and practices, including insufficient

accountability, inadequate training, ineffective policies, and inadequate engagement with
the community, contribute to the use of unreasonable force” (U.S. Department of Justice:

Civil Rights Division, 2014, p. 2). The DOJ found that there was an unnecessary and

excessive use of deadly force including a strike to the head and shootings; unnecessary
use of Tasers and chemical spray and fists; excessive use of force against individuals that
have mental disabilities; and poor policing tactics. This was the second instance the CPD

was investigated by the DOJ. The first reform efforts occurred in 2002, when the CPD

formed a voluntary agreement with the DOJ to investigate problems with the use of force,

racial profiling and conditions of confinement. However, at that time, many of the policy
and practice reforms where not fully implemented because CPD terminated their

voluntary agreement with the DOJ in 2004 (ACLU Ohio, 2019). The agreement also did
not create sustainable structures, like a Community Police Commission, to continue to

evaluate and improve CPD policies and procedures.

The results of a 2017 survey of Cleveland residents, indicated 72 percent of White

residents surveyed believed the Cleveland police are doing a good or excellent job as
compared to 43 percent of Black residents and 60 percent of Latino residents. Individuals
that live on the East Side of Cleveland, which has a higher Black population, were also

less likely to report (only 44 percent) that officers are doing an excellent or good job
compared to residents living on the West Side (Heisig, 2017). These polls are very
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similar to national polls, in which there is more perceived trust of police officers among
White Americans than People of Color (Norman, 2017). Given the police and

community issues and the similarities between national experiences, the city of Cleveland
and its inner-ring suburbs will be selected as research sites. The Cleveland Consent

Decree, which was implement in 2014, has also created a process to hear feedback from
communities that are the hardest hit by policing issues.

The purpose of public involvement in the 2014 consent decree process is to
“develop recommendations for police practices that reflect an understanding of the values
and priorities of Cleveland residents; and to report to the City and community as a whole
and to provide transparency on police department reforms” (Cleveland Community

Police Commission, 2018). In 2015, the CPD formed the Community Police

Commission, which consists of 13 members who represent diverse communities within

Cleveland. The members are tasked with the following areas. First, the commission
makes recommendations to the Chief of Police, Mayor, and the City Council on policies
related to community and problem-oriented policing, bias-free policing, and increasing

police transparency. Second, they work with communities to develop police practices that
reflect the values and priorities of Cleveland residents. Last, they report and educate the

city and the community. Additionally, at that time, the Commission had five staff
members including an executive director, which helped with the operations of the office.

The Commission has recently gone through some controversy. In July of 2018,

two commissioners resigned because The Commission “wasn’t getting the work done”
and feeling like they were working more for the city and stakeholders rather than the

community (Heisig, 2017). Additionally, the Commission’s former executive director
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was found guilty of falsifying moving receipts (Shaffer, 2018) and the recently hired

executive director was investigated for creating a hostile work environment and sexual
harassment. Four of the five of the Commission’s staff members resigned after the sexual
harassment investigation concluded, “none of the accusations rose to the level of a city

policy violation” (Shaffer, 2018).

Outside of the Commission, another method for the CPD to receive feedback
from the community is through intentional community meetings. There are CPD

meetings in Cleveland’s five districts for residents to attend to voice their concerns about
the police department. Figure 2 outlines the five districts. By structuring the meetings
and taskforce in this way, it allows CDP to discover solutions to the community policing

issue.

Figure 2: Policing Districts for Community Meetings

District 1: Edgewater, Cudell, West Boulevard, Jefferson, Puritas-Longmead, Kamm’s
Corner and Riverside.
District 2: Old Brooklyn, Detroit-Shoreway, Ohio City, Clark-Fulton, Stockyards,
Tremont, and Brooklyn-Centre
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District 3: Goodrich-Kirtland Park, Downtown Cleveland, Central Hough, Fairfax,
University, North Broadway, and Industrial Valley
District 4: Union-Miles Park, Kinsman, Slavic Village, Woodland Hills, Buckeye-Shaker,
Mt. Pleasant, South Broadway, Corlett, and Lee-Miles
District 5: Glenville, St. Clair-Superior, Forest Hills, South Collinwood, North
Collinwood, and Euclid-Green

Nationally, on May 25, 2020 George Floyd, a 46 year old Black American, was
killed by Minneapolis police during an arrest. Derek Chauvin, a white officer, knelt on

his neck for almost eight minutes despite pleas from Floyd that he could not breathe. The

Floyd murder sparked protests in many cities and towns across the United States and the
world, and resulted in the activation of the National Guard in 21 states (Taylor, 2020). On

May 30, protests took place in downtown Cleveland, Ohio, which turned into civil unrest.
During the time of the civil unrest, there were reports of unnecessary use of force by

police officers to protestors. As a result, the Cleveland Community Police Commission
asked for the DOJ to investigate how the Cleveland police handled the protests (Shaffer,

2020). The Commission sent a letter of the DOJ citing multiple incidents of excessive
use of force, unconstitutional policing, and additional civil rights violations.

Within the current study, the interviews with police officers and community
leaders took place before the murder of George Floyd. However, the data analysis
occurred during this time of national civil unrest.
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Research Questions

The specific research questions are the following:

Central question:
In a context of strained relationships between communities of color and police, how do
patrol officers develop their knowledge, skills, and experiences to become guardians in
the urban communities they serve?
Subquestions:

1. What is the process of developing patrol officers that are competent in community

relations within an urban context?
2. What formal education and informal experiences contribute to a patrol officer’s
knowledge and skills in community relations within an urban context?
3. What knowledge and skills are expected of patrol officers to be competent in

community relations within an urban context?
Participant Recruitment and Selection
Grounded theory is an inductive approach and relies on several forms of sampling

of individuals (Strauss & Corbin, 1998; Creswell, 2013). It is a qualitative approach that
uses theoretical sampling. Theoretical sampling is “seeking pertinent data to develop your
emerging theory. The main purpose of theoretical sampling is to elaborate and refine the
categories constituting your theory. You [the researcher] conduct theoretical sampling by
sampling to develop the properties of your category(eis) until no new properties emerge”
(Charmaz, 2006 p. 96). In other words, the researcher saturates the categories with the
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emerging data until no new categories are needed. These categories produce meaning
and shape the emerging theory (Charmaz, 2006). However, since theoretical sampling

cannot occur at the start of the study, criterion sampling will also be used. Hays and
Singh (2012) define criterion sampling as “when researchers sample participants who are
selected because they meet an important, predetermined, criterion” (p. 170). The study

used a sample of patrol officers, community members, police leadership, and police
trainers. The sampling process for each group is outlined below.

Patrol Officers

Eleven officers, who understood the importance of community relations within
Cleveland and its inner-ring suburbs, were selected participated in a recorded interview.

One officer decided that they did not want to include their transcripts into the final

analysis. I removed their transcript from the analysis and omitted their information from
the study.

The majority of the police officers were recruited through responding to an email
that their police chief or deputy chief sent to officers they believe comprehended the

importance of community relations. Two officers that participated in the interview were
referred to me through a fellow officer or a trainer. It was my intent to have all of the

officers put their name into a pool, from which they may or may not be selected to
participate in the study. However, all of the officers that were selected from the study
wanted to inform their supervisors that they will be participating in the interview. This

disclosure of being interviewed to their supervisor may have impacted their perception of

confidentiality. Although, before conducting all the interviews, I informed the
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participants that I would mask any identifying information and would not share or
publicize the transcripts to ensure some degree of confidentiality. Additionally, I

informed them at all my findings would be reported in the aggregate by grouping together
other police departments and participants.
It was my aim to only recruit patrol officers; however, because of the grounded

theory approach, the sample changed based on the emerging data (Charmaz, 2006).

According to Charmaz (2006) “initial sampling in grounded theory is where you start,
whereas theoretical sampling directs you where to go” (p. 100). The theoretical sample

process also involves beginning with the data, constructing tentative ideas about the
emerging data, and then examining those ideas through continuous empirical inquiry
(Charmaz, 2006). This examination is done through continuous memo-writing (Charmaz,

2006). Memoing allows the researcher to discover incomplete categories and gaps

within the analysis (Charmaz, 2006).
There was some variation found when using the theoretical sampling (Charmaz,

2006). I was recommended to talk to detectives because of their understanding of the

importance of community relations. It was also found that throughout the analysis, police
leadership (chiefs, commanders, and sergeants) and trainers also spoke on their previous
experiences as patrol officers when identifying the best ways to interact and engage with
the community. Within the sample of patrol officers there were two detectives and eight

patrol officers interviewed.
A stratified sample of patrol officers was targeted that was representative of
diverse cities and suburbs within Northeast, Ohio. According to governing.com (2018),
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which harvests data from the Bureau of Justice Statistics, the Cleveland Police
Department is about 64 percent White, 26 percent Black, nine percent Hispanic/Latino,
and less than one percent Asian. Although 26 percent of police are Black, about 51

percent of Cleveland’s population is Black. The inner-ring suburbs are also less
represented by People of Color within the police force. However, based on the

availability of officers, the sample somewhat met the target. Four officers identified as
Black and six officers identified as White.
The officers’ professional experiences ranged from one year on the force to 31

years. The majority of officers interviewed were male (8). Their ages ranged from 32
years old to 60 years old. To ensure the authenticity of the research, I conducted an

internet search of any news articles about the officers because I did not have access to

their personnel files. Only two officers had some problems reported in the media while
six of the officers had articles that discussed their involvement in the community or being

recognized by police organizations. I did not omit the two officers with problems

reported in the media, but were careful when analyzing their transcripts and memoing any
potential differences.

Charmaz (2006) suggests focusing not just on individuals, but certain actions,
experiences, events, or issues to understand how, when, and why the categories vary.

With that process in mind, I included recorded semi-structured interviews with police
chiefs, trainers, in addition, to interviews with community members within the data
analysis to add to the depth of the research and to triangulate the data. Additionally, I
integrated some of the articles I found online within my data.

114

Community Interviews
Focus groups were scheduled with community members, who live in diverse

urban areas within Northeast Ohio during the beginning of COVID-19 in spring 2020.

However, because of quarantine restrictions, they had to be canceled. In place of focus

groups, community leaders were interviewed. Interviews were conducted through Zoom
video conferencing software. A convenient sample of two community leaders and two
public safety organizers were selected to participate in individual interviews. The

community leaders were selected because of their involvement in meetings between
community members and city police departments. The City of Cleveland has five ward
community groups that meet on a monthly basis (see figure 2). The groups discuss issues
that are facing their communities and provide feedback to the Cleveland Community
Police Commission. In addition, public safety officials from community development

corporations within Cleveland and its boarding cities were also selected to participant in
an interview. Community development corporations (CDC’s) are “non-profit,

community-based organizations focused on revitalizing the areas in which they are
located, typically low-income, underserved neighborhoods that have experienced

significant disinvestment” (Community Development Corporations, 2019). There are

about 30 CDCs in the Greater Cleveland area (Cleveland CDCS, 2019).
The interviews with representatives of the community helped add to the

understanding of police officer learning and development because they shared the
experiences of their residents. Residents from respective CDC’s had personal experiences

with police officers and shared what they believed the issues were about police within

their neighborhoods. Additionally, the interviews helped triangulate the data.
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Triangulation is a strategy for ensuring trustworthiness by using a variety of sources of
data to provide additional perspectives and ways of seeing the explored phenomenon

(Hays & Singh, 2012).

Police Leadership
A purposeful sample of eight police leaders consisting of two police chiefs, one
deputy chief, two commanders, one sergeant, and two lieutenant were selected to

participate in this study. I contacted police chiefs from urban cities and their inner-ring

suburbs for a short unstructured unrecorded interview and then a 20 minute to an hour
structured interview. Before conducting the recorded interview, I asked for the consent of
the police officer and consent to interview their officers. The police leaders had a range

of 12 years to 32 years of experience on the police force. The group included six males
and two females and their ages ranged from 36 to 52. Five of the participants identified as

White, two identified as Black, and one participant did want to identify their race. The
majority of participants did not live in the city that they serve. Almost all interviews,

besides one, took place on the phone. Participants read and signed the consent form and a

completed a short demographics questionnaire before the interview. They were given
time to ask any questions before starting the interview. I reminded all participants that I

would be recording the interview and that they may refuse to answer or skip any question
or leave the study at any time.

Police Trainers
A purposeful sample of six police trainers participated in a recorded interview. I

contacted trainers that were registered with the Ohio Peace Officer Training Academy
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and contacted instructors at open (e.g. academies at universities) and closed (e.g. City of

Cleveland’s Police Academy) police academies that train Northeast Ohio officers for a
short unrecorded unstructured interview and then a 30 minute to an hour recoded semi
structured interview. Some of the trainers that were interviewed were from a convenience

sample from my personal network. Two of the trainers were freelance trainers, who

contracted with police departments and academies to conduct trainings. Two trainers
were from an open academy and two trainers were from a closed academy. They had a
range of 21 years to 33 years of experience on the police force. The group included all

male trainers. Three of the participants identified as Black and three identified as White.
Their ages ranged from 49 to 54 years old. Two trainers were interviewed in person at

their location and wanted to be interviewed at the same time. All other participants were
interviewed on the phone. Participants read and signed the consent form and a completed
a short demographics questionnaire before the interview. They were given time to ask
any questions before starting the interview. I reminded all participants that I would be

recording the interview and that they may refuse to answer or skip any question or leave
the study at any time.

Table 3: Participant Demographics
Group

Ranks

Experience

Gender

Age

Race

Police
Leadership
Total: 8

3 Chiefs &
Deputy Chiefs
2 Commanders
3 Lieutenants &
Sergeants

20 to 35
years

2 Females
6 Males

35 to 55
years

2 Black
5 White
1 Did Not Specify
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Police
Trainers
Total: 6

2 Freelance
2 Open
Academy
2 Closed
Academy

20 to 35
years

6 Males

50 to 60
years

3 Black
3 White

Police
Officers
Total: 10

8 Patrol Officers
2 Detectives

1 to 35
years

8 Males
2 Females

30 to 60
years

4 Black
6 White

Community
Members:
4

2 Public Safety
Organizers
2 Community
Leaders

Not
specified

3 Females
1 Male

Not
specified

2 Black
2 White

Conceptual Framework

Patrol officer development is influenced by two main learning systems: formal
and informal learning. Formal learning occurs when participants are intentionally
participating and are conscious of their learning (Merriam, Caffarella, & Baumgartner,

2007). For a police officer, these formal experiences include the police academy,
education systems like college, continuing professional education, and any formal

mentorship experience within the police department (e.g. pairing with veteran officers).
Informal learning is the spontaneous, unstructured learning that occurs at home or in the
neighborhood, in the workplace and other informal settings (Merriam, Caffarella, &

Baumgartner, 2007). For a police officer, these informal learning experiences may
include experiential learning, informal mentoring and life experience. Ultimately, these
formal and informal learning experiences may influence the ways police officers address

community relations. Additionally, these experiences may also influence how
community members perceive police officers. However, since this study will utilize a
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grounded theory approach, additional formal and informal educational experiences may

emerge from the data.
Embedded within formal and informal learning is the influence of culture. The

United States has a history of racism embedded within its culture, to which police culture
is no exception. Police culture and organizational culture may affect how police officers
approach community relations. A conceptual framework on these considerations is

provided in Figure 3. As the research suggests, officers that conform to a traditional
police culture, like embracing a warrior ethos, are more likely to engage in harmful
behaviors, which negatively influence community relations (Crank, 2014; Fryer, 2018;

Paoline & Terrill, 2005; Stanford Open Policing Project, 2018; Stoughton, 2017). On the
other hand, officers that embrace a guardian mindset, may foster more trusts and build

more allies within the community (Stoughton, 2017). A grounded theory approach will

highlight these cultural influences in relation to informal and formal learning. The
conceptual framework provided in Figure 3 illustrates the current conceptualization of

formal and informal learning and how it may be influenced by the external culture of the

United States and the internal culture of the police department. These cultural and
learning experiences may then influence the two-way interaction between police officers
and the communities they serve. I anticipate that the use of grounded theory will adjust

or nuance the study of these cultural influencers as they emerge from the data.
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Figure 3: Conceptual Framework
Culture

Formal Learning
- Police Academy
- Education Systems
- Continuing Professional Education
- Formal Mentoring

Informal Learning

◄----------- ►

- Experiential Learning
- Informal Mentoring
- Learning Environment

Social constructivism is an interpretive paradigm, which seeks an understanding

of the world in which individuals live and work (Creswell, 2013). It is a belief system
that does not assume universal truth “because there are multiple contextual perspectives
and subjective voices that can label truth in a scientific pursuit” (Hays & Singh, 2012, p.

41). Individuals develop subjective meanings of their experiences towards certain

people, objects, situations, or things. These meanings are informed through interactions
with others and through historical and cultural norms that operate within a person’s life
(Creswell, 2013, p. 5). Social constructivism pairs will with the proposed study because

it seeks to understand the informal and informal subjective experiences of police officers
in their work environment. Within a police officer’s work environment there are shared

stories and experiences, which may interplay with the officer’s lived experience, which in
turn may contribute to their learning of how to interact with the community. This study
also seeks to understand police officers’ development from multiple viewpoints of police
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chiefs, patrol officers, police trainers, and community members. Like the metaphor of the

blind men and the elephant, having differing perspectives will broaden and deepen the

understanding of police officer development. In other words, rather than approaching
officer development from just one “truth” from the perspective of the patrol officer, the

study will explore multiple truths (e.g. community members directly affected by police

behavior) on how to develop patrol officers in community relations. However, within this
social constructivism paradigm, the phenomenon studied should not be labeled as
objective since both the researcher and participant are influenced by their own
worldviews and experiences (Hays & Singh, 2012). By adhering to the notions of

objectivity it would limit the understanding of human behavior and subjective
experiences related to patrol officer development.

Within social constructivism, the ontological view of the nature of reality is based
on the assumption that there are multiple realities. With that in mind, my subjectivity as a
researcher will be factored into the methodology. Subjectivity is the qualitative

researcher’s understanding and experience of the phenomenon being studied (Hays &

Singh, 2012). I will pull from my experiences constructing and observing police officers

trainings, experience in career counseling, being a civically engaged Cleveland resident,
and my knowledge of adult education from my masters in diversity management and

adult education PhD program. My subjectivity may be factored in when interacting with

the participants, analyzing the data, and constructing follow-up questions. However, I

will consider checking with the participants during data collection and analysis in order

to determine if my research interpretations are consistent with the participant’s

understanding (Hays & Singh, 2012). Similarly, how knowledge is constructed, an
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epistemological question, in social constructivism is based on the assumption that
knowledge is co-constructed between the researcher and the participant and is shaped by

individual experiences. With the sharing of experience, there is the axiological

assumption that individual differences are valued, honored, and negotiated among the
research and the participant (Creswell, 2013). There will be a collaborative dialogue

among the researcher and the participants about the research problem and interpreting the

study’s findings (Hays & Singh, 2012). Social constructivism also pairs well, because of
its emphasis on the perspectives of multiple participants, with a grounded theory research

approach.

Constructivist Grounded Theory
Grounded theory is a qualitative research method that is “a logically consistent set

of data collection and analytic procedures aimed to develop theory” (Charmaz, 1995 p.
27). Glaser and Strauss believed that theories should be “grounded” in the data from the

field particularly in an process involving the study of interactions, actions, and social
processes of people (Creswell, 2013). A researcher starts with individual cases, incidents,
or experiences and develops more abstract conceptual categories to synthesize, to explain
and to understand the data and to identify patterned relationships within it (Charmaz,

1995). According to Creswell (2013), a theory is “an explanation of something or an

understanding that the researcher develops” (p. 85). The types of theories usually
produced in grounded theory are substantive, which are based on typical everyday-world

situations like studying an adult literacy program that works for adults. Charmaz (2006)
asserts that, “The logic of grounded theory can reach across substantive areas and into the

realm of formal theory, which means generating abstract concepts and specifying
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relationships between them to understand problems in multiple substantive areas” (p. 8).
This makes the grounded theory a strong methodology in understanding processes
(Merriam & Tisdell, 2016). The substantive theory emerges or is informed by the data
and data analysis, which is rooted in the constant memoing of the researcher (Creswell,

2013). The emerging theory can be applied to the particular population being studied to
determine its transferability (Hays & Singh, 2012). Transferability is providing enough

detail of the qualitative study including the participants, setting, timeframe, so that others
can make decisions about to the degree the research can be applied to a particular
population (Hays & Singh, 2012). For example, in the proposed study a rich and thick

description of the findings might assist the reader in whether there is some connection to
other related community situations. There may be elements that could be discussed for

their potential to positively influence police officers’ learning and development in their
service to urban communities.

There are several characteristics of the cyclical process of grounded theory. There
is a focus on process or an action that has steps or phases that take place over time. The

research leads to the generation of a theory of this process or action. Memoing is an
important part of the theory development process. The researcher writes down ideas as
data are collected and analyzed, which is used to formulate a process and eventually to

chart out the flow of the process. The primary data collection method is interviews, which
are constantly compared with the emerging theory. This process usually entails going

back and forth between participants, conducting new interviews, and returning to the
emerging theory until data saturation is met. Data saturation is “the phase of qualitative
data analysis in which the researcher has continue sampling and analyzing data until no
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new data appear and all concepts of the theory are well developed.. ..and their linkages to
other concepts are clearly described” (Morse, 2004 p. 1,123). The data analysis is based

on developing a theory that is piecing together implicit meaning about a category
(Creswell, 2013). According to Charmaz (2006) “grounded theory coding consists of at

least two main phases: 1) an initial phase involving naming each word, line, or segment

of data followed by 2) a focused, selective phase that uses the most significant or frequent
initial codes to sort, synthesize, integrate, and organize large amounts of data” (p. 46).
Within this process, the researcher should make the codes fit the data rather than

attempting to make the data fit them. Charmaz (2006) suggests that the researcher keep

their codes “short, simple, active, and analytic” (p. 49).
A constructivist grounded theory allows the researcher to include their own
perspectives, positions, practices, and research situations, their reflexivity, and depictions

of social constructions in the studied world (Charmaz, 2008). The approach, unlike an
earlier approach of grounded theory, it allows for innovation by developing new

understandings and novel theoretical interpretations of studied life (Charmaz, 2008).
Undergirding constructivist grounded theory is the social constructivism research

paradigm. Social constructivism “is a belief system that assumes ‘universal truth’
subjective voices that can label truth in scientific pursuit” (Hays & Singh, 2012 p. 41).
Methods of Data Collection

Data collection consisted of three steps. The first step included unstructured
interviews with key gatekeepers, which include police leadership, police trainers,

community members or organizers, and patrol officers. The unstructured interviews
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helped me further understand the perspective of individuals that contribute and are
impacted by the development of patrol officers. These interviews also assisted in building

rapport with the participants and gaining access to the research sites. The second step was
structured recorded interview with police leadership, police trainers, and patrol officers.

These structured interviews will provided insight into individuals involved in the
development of patrol officers and the patrol officers themselves. The third step involved
interviews with community leaders and public safety officials who are involved in

Community Development Corporations and Cleveland Police Department district
meetings. The interviews helped understand the perspectives of community members

that are the hardest hit by police and community relations.

Interviews with police departments, police trainers, and community members took
place before the murders of Breonna Taylor and George Floyd. Those events were the
catalysis to national civil unrest and protests calling for the defunding of police
departments. Defunding the police is a movement to reallocate and redirection of police

department funding to other government agencies like mental health services and
education (Ray, 2020). However, the analysis of the interview data occurred during this
time.

Unstructured Interviews
Data collection included initial unstructured interviews with gatekeepers. The

gatekeepers within the study are individuals that hold access to police departments,
community groups, and police training programs or academies. Hays and Singh (2012)
suggest that “merely identifying these important players is often not sufficient; building
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rapport with them can sometimes make or break your study.. .building rapport is about
building trust” (p. 181). These gatekeepers included the following individuals. Police

chiefs that oversee police departments in urban cities in Cleveland and its inner-ring
suburbs. Police trainers and administrators of police academies that train police officers

on community relations for police that will serve in urban cities within Cleveland and its
inner-ring suburbs . Community members and community organizers that attend or

organize Cleveland Police Department District meetings, which were formed during the

Consent Decree, and community development corporation (CDCs) meetings located in

Cleveland’s inner-ring suburbs.
Semi-Structured Interviews
The primary method of data collection were interviews because of the grounded

theory approach (Creswell, 2013). Participants were invited to participate in a thirty
minute to hour-long in-person semi-structured interview in a convenient location

requested by the participants. If in-person interviews are not convenient, then the

interviews took place by phone or through Zoom video conferencing software. A semi
structured methodology allows the “questions to be open-ended in order to create space
for participants to narrate their experiences; however, the focus of the questions is very
deliberate and carefully tied to the research topic” (Galletta, 2013 p.47). Additionally,
semi-structured interviews allow for the opening of segments based on my knowledge of

the topic (Galletta, 2013). This idea emphasizes the importance of reviewing the online

materials about issues with community policing and state, city, and national policies (as
outlined in my literature review) before engaging in the interviews as well as considering

the subjective experiences of the interviewer (my experience developing police training).
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See Appendix A for the semi-structure interview questions for community leaders
and public safety organizers. These questions examined the perspectives of the

community relating their interactions with officers, training, and identifying officers that
understand the importance of community relations.
See Appendix B for the semi-structure interview questions for police leadership.

These questions examined the perspective of police chiefs regarding police officer
development within in their police department. Additionally, the police leaders were
asked to identify patrol officers that are good at community relations and why they

selected those individuals.

See Appendix C for the semi-structure interview questions for police academies
and trainers. These interview questions detail the police officer training, the experience

of the trainers, and the factors that that contribute to officers being good at community
relations.
See Appendix D for the semi-structure interview questions for patrol officers.

These questions go into detail about why the police officers chose the profession, their
formal and informal training, and their interactions with the communities they serve.
Data Analysis

Charmaz (2006) posits that “coding means categorizing segments of data with a
short name that simultaneously summarizes and accounts for each piece of data. Your

codes show how you select, separate, and sort data to begin an analytical account of
them” (p. 43). Throughout the coding for grounded theory, the researcher asks “which
theoretical categories might these statements indicate” through memoing throughout the
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research process (Charmaz, 2006 p. 45). In grounded theory, it is the memo-writing that

guides the construction of the theory (Gordon-Finlayson, 2010). Analytical memos
serve as a way to generate additional coding and categories (Saldana, 2016) and

establishing interrelationships among the codes and categories. Often analytical memo

writing assists in the “reorganization and integration” of the theory into the final report of
the study (Saldana, 2016 p. 55).

In the study, I employed Saldana’s coding canon when analyzing the interview

data. Saldana (2016) emphasizes six coding methods, which encompass grounded
theory’s “coding canon” (pp. 51-52). The methods are In Vivo, Process, Initial, Focused,

Axial, and Theoretical Coding. Within the first cycle of coding, In Vivo, Process, and
Initial Coding are used. The In Vivo process involves taking words or short phrases in

the participant’s own language and recording it as a code (Saldana, 2016). Process

coding is coding using gerunds (ing words), which highlight an observable or conceptual

action within the data (Saldana, 2016). Initial coding is the breaking down of qualitative
data into discrete parts, which are compared and contrasted for their similarities and

differences (Saldana, 2016).
The second coding cycle includes Focused, Axial, and Theoretical Coding.

Focused coding is categorizing coded data, from the first coding cycle, based on thematic
and conceptual similarities (Saldana, 2016). Axial coding describes a category’s

properties and dimensions and compares how the categories and subcategories relate to
one another. Theoretical Coding “is the process of discovering the central/core category
that identifies the primary theme” (p. 298). Within theoretical coding, codes are

compared to one another on how they relate to the emerging core category (Charmaz,
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2016). The categories are not the theory itself. The emerging core categories help form
the framework of the theory. If theoretical coding was illustrated it would look like a

Lichtenstein pop-art painting. From the surface, you can see the overall picture, but from
closer examination, there are hundreds of dots, like individual pixels, that contribute to
the overall figure. Within theoretical coding, the dots are the core categories that

collectively make up the theory.
Role of Researcher

Hays and Singh (2012) define reciprocity as the “relationship between the
researcher and the participant(s) where knowledge is constructed and shared and new

ideas are formed” (p.186). Qualitative research is an active process of meaning making
between the participant and the researcher. Participants are actively involved in the

research process (Creswell, 2013). One way to ensure active participation among

participants is when the researcher allows participants to ask questions, to clarify ideas, to
review transcripts for accuracy of meaning and to move information from their transcripts

after reviewing them, or to leave the research study at any time. As the researcher, I
shared my background, experience, and positionality with the participants, such as why I

chose to enroll in a Ph.D. program and my experiences conducting police training. This
interaction helped build trust and rapport between each participant and me as the

researcher.
This study relates to my academic, professional, and personal experiences. When
working on my Ph.D. at Cleveland State University, I had the opportunity to develop a

community relations police training with a team of diversity professionals, including a
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retired police lieutenant. The training allowed me to observe and interact with police

officers in classrooms and learn some of the issues with their interactions with
community members. I also had the opportunity to help facilitate a focus group of
community organizations and ask about their perceptions of community relations

training. Hearing the feedback from these organizations and police officers helped fuel
my research, within my Ph.D. program, in continuing education for police officers and its

impact on the communities they serve. Additionally, I will draw from my experiences as
a career specialist and knowledge of professional development.

At the beginning of each

interview, I shared my positionality and called attend to that even though I am not a

police officer, I have experience in coaching individuals in professional development and
developing police oriented trainings.
Criteria for Trustworthiness

Trustworthiness, in qualitative research, is if the study’s findings can be trusted
and believed (Hays & Singh, 2012). Merriam and Tisdell (2016) content, “In the case of

qualitative research, understanding is the primary rationale for the investigation, the

criteria for trusting the study are going to be different than if discovery of law or testing a
hypothesis of the study’s objective” (p. 238). Morrow (2005) contends that the criteria of
trustworthiness of qualitative research is based on the “paradigmatic underpinnings of the

research” (p. 250). Merriam and Tisdell (2016) agree that the philosophical assumptions

of the research will orient its trustworthiness.

In constructivist research, the criteria of

trustworthiness may include authenticity, subjectivity, dependability, triangulation, and
researcher reflexivity (Morrow, 2005; Patton, 2015; Guba & Lincoln, 1994; Lincoln,

1994). The research used all of the above criteria of trustworthiness.
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Authenticity is the attempt to try to present participant perspectives authentically
(Hays & Singh, 2012). Morrow (2005) suggests that authenticity criteria within

constructivist research include fairness, ontological authenticity, educative authenticity,

catalytic authenticity, and tactical authenticity. Fairness is that an assortment of
worldviews is sought out and honored within the research. The study explored the diverse

set of opinions and experience regarding police officer development from individuals
directly tied to the police force, but also the experiences of community members that
have interacted with police officers. Morrow (2005) defines ontological authenticity as

the “individual constructions are improved, matured, expanded, and elaborated” (p. 252).

Findings of the study will inform the process of how to better develop patrol officers in
community relations. Education authenticity requires that participants understand and
appreciate the different worldviews so their understanding will be enhanced (Morrow,

2005). As previously mentioned, the study explored the opinions and experiences of
individuals involved in the police officers and community members. Ideally, through this

sharing of experiences and opinions highlighted within the research both police officials
and community members will have a better understanding of each other’s experiences.

Catalytic authenticity requires that the research stimulates action. If possible, the research
will lead to action by informing police training, policies, and procedures to enhance the
interactions between patrol officers and the communities they serve.

In addition to the authenticity, subjectivity is also valued in the trustworthiness of

social constructivist research. Subjectivity is defined “as the qualitative researcher’s
internal understanding of the phenomenon” (Hays & Singh, 2012). According to

Charmaz (2006) “grounded theory leads us [the researchers] back to the world for a
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further look and deeper refection-again and again. ..Rather we [the researcher] are part of

our constructed theory and this theory reflects the vantage points of varied experiences”
(p. 149). As someone that has developed police officer training and being an adult

educator, I used my knowledge and experiences to inform my qualitative procedure
including the questions I ask and throughout the interpretation of the data analysis.

However, I was clear through memoing and being transparent about decisions within my
research. Thick descriptions were used throughout the research process. Thick

descriptions are in-depth accounts of the research process and findings usually found in
the qualitative report or audit trail (Hays & Singh, 2012). An audit trail provides a

detailed account of how the data was collected, how the categories developed, and how

decisions were made throughout the research process (Merriam & Tisdell, 2016).

The process of thick descriptions also assists in the dependability (also known as
the reliability of the research). Dependability is the consistency of the research findings

over time (Hays & Singh, 2012) and “whether the results are consistent with the data
collected” (Merriam & Tisdell, 2016, p.251). Merriam & Tisdell (2016) suggest that
triangulation, peer review, investigator’s positionality, and the audit trail assist in the

dependability of the research. According to Creswell (2013), qualitative research

involves different forms of data including individual interviews, focus groups, and
reviewing primary documents. Triangulation occurs when these multiple sources are

compared with the study’s findings to assist in its trustworthiness. Within the study,

triangulation was used to assist in the study’s creditability by involving multiple sources
of information including individual interviews with police leadership, patrol officers, and

police trainers, in addition to interviews with representatives from the community.
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A peer reviewer (a methodologist) was also used within the proposed research.

According to Creswell (2013), peer review provides an “external check of the research
process much in the same spirit as interrater reliability in quantitative research” (p. 251).
The peer reviewer evaluated the emerging themes in the research, asked hard questions,
and critically evaluated the audit trail.

Researcher reflexivity, also known as the researcher’s position, is also valued

within qualitative research. Researcher reflexivity is the continued self-reflection of the
researcher on how they influence and are affected by the research process (Hays & Singh,

2012; Merriam & Tisdell, 2016). Throughout the research process, I kept a reflexive

journal, which captured my thoughts about the research and how it is influencing my
decisions (Hays & Singh, 2012). Journaling also assists with clarifying researcher bias.

Throughout the journaling, I reflected on my experiences, biases, prejudices, and
orientations that may shape my interpretation throughout the study (Creswell, 2013).

This transparency of my subjectivity will help the reader of the study understand how my
values and expectations influenced the conduct and results of the research (Merriam &

Tisdell, 2016).
Ethical Considerations
Given that the purposed study focuses on the controversial issue of police

community relations, ethical considerations need to be made throughout the research
process. These ethical considerations include the IRB approval, informed consent,
confidentiality, and researcher competence (Hays & Singh, 2012; Merriam & Tisdell,

2016).
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As mentioned previously, the research went through the IRB process at Cleveland

State University before the beginning of the study. The IRB process ensured compliance

with all federal and Ohio regulations regarding human subjects. Transcripts and

recordings were stored on a private password protected online Google Drive account only
accessible by me the researcher. Any paper materials were stored in a lockbox in private

office at Cleveland State University.

Patton (2015) suggests, “...the trustworthiness of the data is tied directly to the
trustworthiness of those who collect and analyze the data and their demonstrated
competence” (p. 706). Research competence is having the correct training, skills,
professional experience, and education to work with the population of interest (Hays &

Singh, 2012). The researcher needs to understand the issues of the population they are

studying because not being competent in these areas can harm the research (Hays &
Singh, 2012). My competence as a researcher is rooted in my experience of developing a

community relations police officer training program, understanding the latest police
research within this area, being a career coach, and an informed qualitative researcher. I
drew on my subjective experiences and the literature review into my interpretation of the

data. However, was transparent by utilizing an audit trail and journaling to chart my
decisions within the research.
Institutional Review Board

This qualitative research study went through the IRB process at Cleveland State
University. Cleveland State University Institutional Review Board is responsible for

ensuring compliance with all federal and Ohio regulations regarding human subjects. The
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Code of Federal Regulations requires that there are minimal risks to the participants.

Transcripts were stored on a private password protected online Google Drive account
only accessible by the researcher. Any paper materials was stored in a lockbox in the
private office of my methodologist at Cleveland State University. Contact information

was provided to the participants for any counseling services for any psychological

distress participants may experience with the study.
Participants had autonomy throughout the research process. They were informed

that they had had the right to withdraw from the research at any time without any penalty
(Hays & Singh, 2012). They were also given the option to withdraw any information that

is disclosed within the interviews. Participants’ identity was protected throughout the

research process and publication to the best of our ability to assure some degree of
confidentiality. Any identifying information like places of work were given pseudonyms

or removed from the transcription. I was transparent with the participants regarding what

will be published within the study and informed them they can withdraw any information
that they do not want to be included in the final publication (Josselson, 2007). As

suggested by Josselson (2007) to be transparent throughout the research process, I wrote
write reflexive memos about my experiences with the interviews. Additionally, I created

analytical memos during my analysis of the data to highlight how we are making
meaning from the participant’s experiences. Within my reflexive memos, I highlighted

my positionality and biases.

Informed consent requests the permission of the participants to collect data, and it
was used during the individual interviews. The informed consent outlined what data was
collected, accessed, and presented, and outlined the rights and responsibilities of the
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participants and the researcher. Participants were not pressured to sign the informed
consent form or participate within the study. Their participation was completely
voluntary. Additionally, I informed the participants that they have the right to stop the

interview at any time. Consent was also received from the research sites (e.g. police

departments) that agree to participate in the study. These research sites were also
informed they may terminate their involvement in the study at any time. Additionally,

during the informed consent, contact information about local counseling services were

provided in case the participants felt any psychological distress during the interview.
Additionally, they were informed that they may withdraw any information that they

disclosed within the interviews.

Confidentiality is the right of privacy of the participant (Hays & Singh. 2012).
Trying to maintain confidentiality can be challenging in qualitative research since it

encompasses the lived experiences of participants. However, I implement safeguards to

help maintain it. First, confidentiality may become problematic during data collection,
management, and analysis (Hays & Singh, 2012). To help maintain confidentially,

participants and the research sites were given aliases within my notes, journals and in any
transcripts. Any identifying information like a participant’s residence will be also be

masked. Second, third parties like peers, gatekeepers, and key informants may leak
information about the participants. The research sites and participants were grouped

together based on similarities within the analysis to mask their identities.
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Summary

The study utilized a constructivist grounded theory approach to understand the

process of how patrol officers develop the knowledge and skills to understand the

importance of community relations in urban communities. Given that there are racial
disparities when it comes to police behavior, Cleveland, Ohio and its inner-ring suburbs,

which have a history of police and community tension, were selected as the research
setting. Unstructured interviews were conducted with key community and police
department gatekeepers to establish rapport and access to the research sites. The primary

method of data collection were semi-structured interviews with police leadership, police
trainers, and patrol officers. In additional, community interviews to understand the
perspective of individuals that are hardest hit by police and community issues. Data was

gathered from unstructured interviews, semi-structured interviews, and memos recorded
during the data analysis. Saldana’s (2016) coding canon was used when analyzed the

data. An audit trail was utilized to assist in the dependability and transferability of the
research. Ethical considerations, including approval from the Cleveland State
University’s Institutional Review Board, were made throughout the study. Findings of the

study will inform the process of how to better develop patrol officers in urban community

relations and inform police training, policies, and procedures to enhance the interactions
between patrol officers and the communities they serve.
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CHAPTER IV

RESULTS

Introduction

This chapter details the findings of this research study. The purpose of this

grounded theory study was to develop a theory to understand the process of how patrol

officers develop the knowledge and skills to understand the importance of community

relations in urban communities. This research does not address how patrol officers
develop tactical (e.g. when to use a firearm) knowledge and skills.
Participants representing five police departments and police training facilities

located in diverse urban populations in Northeast Ohio participated in interviews. Table
4 outlines the demographic information of the officers including rank, years of

experience, race, and gender of the police officers and trainers that participated. As
highlighted in Chapter 3, two police chiefs, two commanders, two lieutenants, one
sergeant, and one deputy chief participated in the study. Six trainers also participated in

the study. Two trainers were freelance trainers, who contract with different police
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departments nationally to conduct training. Two trainers were from open academies,

which a student applies to enter an academy to receive their Ohio Peace Officer’s
certificate. Two trainers were from a closed academy in which a recruit is hired within
the police department and then participates in their academy. Additional information

about open and closed academies can be found in the “Formal Education & Continuing
Professional Education” section of Chapter 2. Four community leaders and public safety

organizers, who represent residents that live within these areas, also participated in
individual interviews. Table 5 highlights the demographic information of the participants

including role, type of organizations, and race.

Table 4: Police Participants
Group

Ranks

Experience

Gender

Age

Race

Police
Leadership
Total: 8

3 Chiefs &
Deputy Chiefs
2 Commanders
3 Lieutenants and
Sergeants

20 to 35
years

2 Females
6 Males

35 to 55
years

2 Black
5 White
1 Did Not
Specify

Police
Trainers
Total: 6

2 Freelance
2 Open Academy
2 Closed
Academy

20 to 35
years

6 Males

50 to 60
years

3 Black
3 White

Police
Officers
Total: 10

8 Patrol Officers
2 Detectives

1 to 35
years

8 Males
2 Females

30 to 60
years

4 Black
6 White
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Table 5: Community Participants
Name
Public Safety Organizer
Public Safety Organizer

Community Leader
Community Leader

Type of Organization
Community
Development
Community
Development
Advocacy Group
Police Reform Group

Gender
Female

Race
Black

Female

Black

Male
Female

White
White

Themes

By utilizing a ground theory approach and interviews with police leadership,
patrol officers, trainers, and community members, I was able to gain a deeper

understanding of how patrol officers understand the importance of community relations
through informal and formal education experiences. Additionally, they identified the
desired skillset and knowledge for officers to be competent in community relations.

Throughout the interviews, participants talked about some of the barriers and problems

officers, communities, and departments face when preparing patrol officers to serve
within communities. Throughout this data analysis, I identify the potential barriers and
facilitators that influence the professional development of officers relevant to the research
question. This research examined the following central question:

Central question:
In a context of strained relationships between Communities of Color and police, how do
patrol officers develop their knowledge, skills, and experiences to become guardians in
the urban communities they serve?
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Subquestions:

1. What is the process of developing patrol officers that are competent in community

relations within an urban context?
2. What formal education and informal experiences contribute to a patrol officer’s
knowledge and skills in community relations within an urban context?
3. What knowledge and skills are expected of patrol officers to be competent in

community relations within an urban context?

Fifteen main themes emerged from the analysis of the interview data, which are
the following:

Table 6: Themes

Theme 1

Themes

Subthemes

Accountability to the
Community

•
•

•

Theme 2

Department
Community
Department
Community

Culture of
Engagement &
Support of
Engagement

•
•
•
•
•
•

Theme 3

Recruiting Practices and
Recruiting Practice Barriers

Theme 4

Personality and Personality
Barriers

Theme 5

Perception of the Policing and
Perception Barriers
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Community Oversight & Authority
Community Social Media Use and
News Media Coverage Community
Perceptions & Trust
Court & Legal Systems
Leadership
Supervision
Cultural Shift
Reputation of the Police
Department
Training Investment
Recognizing Officers

Theme 6

Intentionality and Intentionality
Barriers

Theme 7

Formal Learning

•
•
•
•
•

Academy
Continuing Education
Professional Organizations
Field Training Program
College

Theme 8

Experiential Learning

•
•
•
•

Connecting with the Community
Exposure to Diversity
Roleplaying
Hands-on Training

Theme 9

Self-Directed Learning

Theme 10

Informal Learning

•
•

Life Experience,
Interacting & Observing Other
Officers
Other Professional Experiences

•

Theme 11

Skills and Competencies in
Community Relations

• Emotional Intelligence
• Cognitive Skills
• Understanding the Community
• Ability to Adapt

Theme 12

Unteachable Characteristics

• Motivation to Learn
• Being Personable
• Similar Culture

Theme 13

A Part of the Community

Theme 14

Treated Fairly & Equally

Theme 15

Perception of Evil

The following sections within this chapter will discuss each of the 15 themes in more

detail.
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Accountability to the Community
Community leaders, police officers, and trainers expressed how police officers

needed to be accountable to the community. A white female community leader talked
about the issues of holding police officers “accountable” for their behavior. “I think

there's a lot of, a lot of members of the community who feel as though there are police

officers who are doing bad things and they're not being held accountable for it... What
happens when a police officer does something wrong...Do they get fired? Do they get
suspended? There’s, I mean a lot of, a lot of disagreement on that [between the police

department and the community].” A white male community leader emphasized the “bad
things” for which officers were cited in a recent community meeting he attended. The
citations included unprofessional conduct, improper search, improper citation, lack of

service, and bias policing. Nationally, and within Northeast Ohio, there has also been a

focus on unnecessary use of force, which has furthered the police and community divide.
The perception that officers need to be accountable to the communities they serve
was also stated by some officers. A white male open academy trainer spoke about how he
trains officers to hold themselves accountable to the community by saying, “Don’t be
afraid to be held accountable.” His emphasis on “don’t be afraid” may speak to the

conflicting perception that “cops protect cops.” This perception was apparent when he
stressed how officers need to hold each other accountable by weaning out the “bad police

officers” in the department.
I've worked with good cops and they would not put their job on the line, they

wouldn’t lie for anybody. They wouldn't commit a crime. Okay, if.they saw a
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cop abusing somebody, they put a stop to it... I think if we have bad police
officers, they should be fired. Police officers should go to jail. I have zero
problem with that.

The trainer’s emphasized the “bad apples” perspective that there are a few bad

officers that taint the profession of policing. From this perspective, it is the role of “good
officers” to wean out those problem officers from the department. However, a white
male freelance police trainer with over 33 years of experience expressed his concern that
it is very difficult to remove problem officers from the policing profession when he said,
“.when they're [problem officers] found out and you know, we asked them to leave the
organization but it doesn't always end up that way.” In a previously unrecorded chat with
the trainer, he talked about how problem officers are often fired but are rehired in other

police departments. He referenced Timothy Loehmann, the former Cleveland police
officer who fatally shot Tamir Rice, who was hired by another Ohio police department.

The interviews reflected that accountability needed to go beyond just holding individual

officers accountable and suggest that there needs to be more oversight of police
departments and their officers. Accountability was made up of the following subthemes,

which are Community Oversight and Authority, Community Feedback and Perceptions,
Media Perceptions, and Court & Legal Systems.
Community Oversight and Authority

Some of the community leaders indicated that external oversight organizations

should be in place to hold officers accountable for their behavior. A white male
community organizer, who is active in issues with police brutality and accountability,
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highlighted that accountability should include community oversight of police

departments.
The police are given special powers by the state that none of the rest of us

have... they can arrest you and not be charged with kidnapping. They can throw
you to the ground and not be charged with assault. They can kill you and not be

charged with murder. So, uh, there needs to be oversight on this much more so

than.has occurred in the past.. So one of the tasks that we have is to really
enhance that trust [for police departments]. And one of the ways of doing that, of
course, is by having the oversight organizations have some authority.and
independence so that the community feels like police officers will be held.to

account for their misconduct.
Within this perspective police officers, without external accountability, may feel

exempt from legal recourse if they cause harm to community members. He emphasized
that “oversight organizations” should have some authority and independence for the

police department. However, he also mentioned that “there needs to be oversight on this

much more so than, than has it has occurred in the past.” His statement may be

broaching into two areas. First, there has been increased transparency and awareness
today around police misconduct, which has caused pressure for police departments to be
more accountable to the communities they serve (this is later discussed in the Media

Perceptions subtheme). Second, in the past, particularly in Northeast Ohio, police reform

to hold officers more accountable to the communities they serve (e.g. not violating a
community member’s constitutional rights) has failed.
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The community leader added to his above comments and talked about the

importance of having the public being present during police officer investigations.
The [civilian] review board and the investigators [of officer misconduct] are all

done in a public setting, but the defense is done in a private setting. The public is
not admitted to that. So that...who knows, we don't know what goes on. So what
am I suggesting again... that the hearing be open to the public. Um, I don't, I don't
know what chance that has of, uh, moving forward. But if, if one aspect of the

whole thing is public, the other one should be too. There shouldn't be secrecy.

This community leader also identified problems with citizen police review boards

regarding leniency and the lack of disciplinary actions against police officer misconduct.
He noted that out of the 14 complaints that were deemed as police misconduct by the

board and then sent to the chief of police recently, seven were dismissed. The chief

disagreed with board’s disciplinary recommendations, which resulted in the officer's
involved not being held accountable for this misconduct. He suggested that this issue of

accountability around officer discipline is because of the police union has “a lot of
political pull.for getting [officers] off certain disciplinary actions.” His statement
proposes that even though there could be community oversight of police departments in

place, for real change to take, the community should have more authority and autonomy

over the department.
Community Social Media Use and News Media Coverage

During their interviews, trainers and police officers indicated the ambiguous
relationship police departments and their officers have with the media. A black female
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police leader talked about how smartphones, videos, and body cameras have allowed the
media to expose the injustices that policing has done to communities.
And now with the transparency of phone video, of body cams, we see the

horrendous injustices that policing has done to the communities, [like] planting
evidence. We have. I have screenshots of how many officers had been arrested

for rape. even here in Pinewood, and, and I'm working to make it better. It, it’s

on news. We have an officer in the news every other week.
On the other hand, a black male closed academy trainer talked about how the
news coverage media hinders the process made by the police department by highlighting

only the negative side and not the positive work that police departments are making.
.the media, uh, blows a lot of things out of proportion and it hurts the, um,

relationship between [the] community and the police. Um, I think there’s a lot
of great work being done by our. police officers to bridge that gap and I think

the media is hurting that because a lot of people are afraid to reach out when
officers are reaching out.

The trainer’s emphasis on “a lot of people are afraid to reach out” may speak to
the fear Communities of Color have when calling the police. In this perception, the news

media magnifies that fear. Similarly, a black female officer with over 23 years of
experience talked about how the media frames her city (Pinewood) untruthfully in both
perceptions of the community and of the police.
Um, that, you know, well especially with Pinewood I know what they put on the

media and all that, but I, I, honestly believe most of the citizens we have are
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decent law-abiding citizens. Yes, we have real bad ones and all that, but I don’t

think Pinewood has the problem of, um, you know, how they show you hating the
police and all that. I don’t think we have a bigger problem as, as the media
portrays it.

This concern about the media’s aim to convey news being in tension with the

pressures to remain financially solvent seemed evident in some of the narratives. A white
male open academy trainer talked about how he trains his recruits on how to face the

reality of media perceptions. “And [in the academy, we] try and dispel some of this
perception that is pumped out there by mass media, okay, we teach police officers how to
deal with that perception, okay, and how to overcome it.” Later in the interview, he

mentioned the influence of media and how it is needed, but also that he perceived it to be
harmful.

And the problem is nowadays with the media, the social media and the immediacy

of reporting things, okay. People are quick to judge, all right? ...there are videos
out there they don't show the whole video and the media pumps things up. So the

media, we need them for the police we do okay, but they’re somewhat adversarial.

I think their job is to sell newspapers and you know, sell airtime but like I said it's,
it’s a tough...

However, some police departments and police officers discussed how they use the

media, particularly social media, to counter the negative perceptions about their
department. As one male police leader mentioned, “.we also try to recognize them

[model police officers] during our council meetings so that the community hears about
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them, and we also try to promote their good action on our Facebook page and social
media.” A white male officer with 15 years of experience talked about using social media
as a way to be transparent with the community.

Um, that was one of the things I think we learned as a department is to maintain

contact with the community [through social media], to be transparent, to show the
good work our officers are doing, but to also be honest or release statements to the

[news] media. Um, gives your community a sense of who your officers are.
Shows the faces of officers, names of the officers, what the officers are doing.

There were differences of opinion of the influence of social media and the news

media on police departments and the communities they serve, the interview data suggest
that media messaging and video clips do influence police accountability. Police

departments have used both social and news media to increase their transparency and
open channels of communication with community members.
Community Perceptions of Trust & Mistrust

The interviews with community members, police officers, and trainers indicated
that community perceptions of the police department and their officers may influence

their trust of the police. In other words, the interviews suggest that police departments
need to be accountable to the community and conscious of their perceptions. A white

male police leader talked about his vision of the police department, in which his officers
are a trusted part of the community. “The police are already so successful um on their

own. It can only go so far, it really takes you know, connection with the community and a

buy-in from them and trust in us, trust in them, that we are all on this thing together.”
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A white male police officer with 11 years of experience talked about his hope that

police officers would be seen in a positive light by the community that they treat
everyone with respect. “Well, you know, we'd prefer if we had a positive, at least the
community saw us in a positive light, but currently, that's just, that's not the case and it's
not, it's been an uphill battle to change that perception.” A black female police officer

with over 31 years of experience talked about the struggle she has trying to mend

relationships with the community and how the department needs to do more.
Because it seems like there’s no hope. You know, and I feel like without that

hope, how do you move on from where we’re going, where we’re at now? How
do we better our community? How do we give our community members hope?

You know, I struggle with that daily. You know, um, there’s this, like the hatred

towards police officers and we see it daily. How do we change that, you know,
um, as a department? You know, I, I, I don’t see where we’re doing enough.

A white male community leader emphasized the connection between community

perceptions, such as hatred towards the police emphasized by the female police officer,
and officer accountability.

[The police] do not trust the community that they serve, and the community they
serve, don't trust the police department. So one of the tasks that we [the police

reform organization he works with] have is to really enhance that trust. And one

of the ways of doing that of course, is by having the oversight organizations have
some authority ...and independence so that the community feels like police

officers will be held, uh, to account for their misconduct.
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In the context of his quote, the community leader’s emphasis on “enhance that trust” may
infer that the processes his organization advocates for (e.g. increasing transparency of the

police department’s disciplinary review process) can help develop or rebuild the trust
between the police department and the community. In the same way, a black male police

leader with over 30 years of experience in an unrecorded chat used the simile that

community relations are like adding droplets of water into a bucket. Each positive action
an officer has with the community is like a small droplet of water in a bucket, but when

one officer breaks that trust, the police department needs to pour the bucket out and start
over. In other words, even though a police department may highlight the positives they
are doing on social media or have a great community engagement strategy if police

continue to misbehave without accountability there will continue to be community

mistrust with the police.
Having a police department that is accountable and is intentional with their

interactions with the community may help the community members to build trust for their
officers. However, as indicated by the interviews, individual officers must also behave in
a way to establish trust within the community. A white male patrol officer with 15 years

of experience talked about how he intentionally tries to improve community relations
every day particularly around the perception that officers are racist.

There is a sentiment that, um, police officers are disliked by the African American
community and police officers dislike the African American community. I, I've
heard it. I've seen it. I'm not blind to it. I'm not numb to it. I recognize it. I've been
said, people have said things to me. Um, my goal each and every day is to

improve on that.
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A black female officer with 23 years of experience talked about how she begins
building community trust earlier on by working with children by humanizing herself.

When I go to schools and stuff the first question I ask kids, “Who don’t like the

police?” And then they’ll raise their hands and they give me reasons why. And
it’s usually because of somebody else, you know, it wasn’t a personal experience

with them, but we talk about it.... And I always tell them I’m a mother, I’m a

grandmother, I’m an auntie but if I didn’t have this uniform on you wouldn’t

know who I was, you know, you wouldn’t know I was the police. So, you know,
we should learn to treat each other with respect. Most people just want you to
listen to them. You know, just listen to them talk, you, you know get some calls
it’s really not a crime when, when they, they just need somebody to talk to who’ll

let them vent, you know.
A closed academy black male police trainer talked about building trust by using
his discretion when making an arrest. He also discussed using moments with community
members for shared dialogue.
I was working part-time [as a police officer] out there and, uh, one little girl.

I

was working at a gas station/store. And as I was opening the door for her mom

and she hid behind her mom’s leg, and, um, I’m like.

she’s afraid of the police.

And I’m like, “Wow, that’s not good.” So, I engage with the.little girl and, um,
talked her mom and asked her mom, “Can I buy her some chips?” I bought her

chips and before you know it we had a conversation.the little girl said “.the
police, uh, took my daddy away.” And so I use that story to emphasize that when
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it’s time to arrest a parent that... we should try to do it away from.. .the children,

um, go in another location, try not have, put handcuffs on somebody while their

kids are there. And, if it’s possible that the parents cooperatively let them talk to

their kid let them know that it’s gonna be okay.
The participants shared that even when officers are working to reverse the
negative views towards their profession by engaging in community policing practices
(e.g. taking time to interact with a community member), their role in the community is

often such that they may be feared or disliked by the community.

Court & Legal Systems
Another form of accountability is through legal oversight. Legal oversight can
involve court orders, judicial reviews, or even consent decrees. Consent decrees are
court-ordered mandates following an investigation of the Department of Justice to help

correct unconstitutional practice within a given police department (Worrall & Powell,

2019). As discussed in Chapter 3, the Cleveland Police Department entered a consent
decree with the Department of Justice. According to a freelance white male trainer, courts
are starting to hold officers and their departments more accountable for their actions.

Judges are starting to look at the officer's actions.there's this old term called
lawful but awful.the classic [example] is this.I'm standing out there in the

middle of a street, a cars coming and it's going to run me over. I think, I got to

take a couple of shots at the guy to stop the car. Lawful shooting, but it's
awful.the judge is going to say.if you saw the car coming at you, why would

you stand in front of the car [on the street]?
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Legal oversight can be limited based on the state and federal laws and regulations.

For example, a white male community leader emphasized if the Department of Justice
limits consent decree inquires, it may lose the power to influence change on police

departments. “...I think the justice department stopped all consent decree inquiries, that
weren't already in place. So there haven't been any additional ones that have been added

since Trump has been in office.” It is important to note his emphasis on “weren’t already

in place.” Consent decrees, like Cleveland, were not impacted by the changes created by
the Trump administration since they are overseen by a federal judge. However, he

stressed the importance that there needs to legal ramifications if police departments
continue to treat the community unjustly.

Legal oversight can create changes to procedures, which some officers believe
could hurt community relations. One example a black male closed academy trainer
shared was an instance of limited discretion because of the use of an officer’s body

camera during a traffic stop. Within his perception, when an officer wears a body
camera they need to follow the law to a tee without breaking from protocol regardless of
the circumstances.

.if I have somebody speeding and you take that discretion and say if they’re

speeding I have to give them a ticket.

We pulled the car over and found out

.the guy’s mom was being beat up and he was going to help her, and so we

followed him. Sure enough, the lady came to the door bloody and we ended up
making an arrest [of the person that attacked the mother]. So, you take that

discretion away.

we look like the bad guys.and the public’s gonna be like,
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“Wow this guy is giving me a ticket and all I [he] was doing was trying to

help”.. .that’s gonna, um, put up more barriers between the police and community.

The above situations highlight that policing, like many roles, is not clear-cut and
that there will incidences in which officers will need to use their best ethical judgments
when making a decision. However, the data suggest that for officers to be accountable for

their actions, the police department should be accountable to the concerns and
experiences of the community they serve.

Department Culture of Community Engagement & Department Support of
Community Engagement

Police leaders, police officers, trainers, and community members talked about

how police departments have to change to address police and community police issues.
A black female public safety organizer discussed a common theme she has heard from
the community that police officers need to have more positive interactions with the
community and she believes “that needs to come from the chief of police”. A black male

police leader indicated that “.we as a department I think we concentrate too much on
the.very dangerous things [like arresting a bank robber or someone that has committed
a violent crime]”. He went on to mention that as a department they need to recognize

officers more for their positive interactions in the community because it creates a “ripple
effect”. By ripple effect, he meant that when officers witness their peers being rewarded
for community engagement, it could incentivize and pressure them into having more
positive interactions with the community. Within the current study, the culture of each of

the officers’ departments included the following sub-themes: leadership, supervision,
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cultural shift, the overall reputation of the departments, training investment, and

recognizing officers.
Leadership

In organizational cultural studies, often the vision of the leader is assessed to

understand the culture that they are trying to create for the organization. For example,

one white male police leader emphasized his vision for the department to be a national
model.
Um, I think our particular agency actually is um, you know we are striving to
really be like a national model when it comes to community policing. We want to

be the standard that police departments throughout the country use as a guide. We
do it through um examples, and uh leadership. So, we promote it [community

engagement] at the top, we encourage it um, we have developed programs, we get
the participation of officers in those programs, and we work very hard to have a

full buy into this mission.

The police leader’s emphasis on trying to get officers to “buy into” the mission of

community engagement speaks to the importance he emphasizes on community relations.
A male police leader, who did not want to identify his race, talked about how the culture
in his department was such that officers do not want to be awarded for their community

engagement because it is just a part of their jobs.

The interesting thing about police culture in this city is the officers who engage
the community... [the department wants] to acknowledge their
accomplishment^], [but] officers tend not to want that. because number one,
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they didn't really put their life in danger, but number two, they feel that this is just
a part of the jobs which they're supposed to do. So why would they get an award

for it?
The police leader’s statement also suggests that officers may feel like it may be
more personally rewarding to put their lives in danger than to take credit for their

interactions in the community. For example, one white patrol officer emphasized why he

chose his current police department, “Um, well, I was, uh, a policeman in the suburb first
and, um, I just, it’s kinda bor[ing] out there. There wasn’t a lot to do and I, I wanted to be
somewhere, you know, where there’s more action, more to do.” This emphasis on a

desire for more action and “put their life in danger” suggests a police department culture
that may be more combative than community-oriented. If a department values community

relations it will be embedded in their strategy as a police department. As one white male
patrol officer with 11 years of experience mentioned, because of the structure and
assigned roles of their police department, some officers may have limited positive

interactions with the community. “A bit sad though to see a policeman who's been on for
20 years and never been to a community event, never been on, had a heartfelt thank you

from someone because they just don't go to them.”

Supervision
The interviews suggest that a way to ensure that community engagement is
integral within a police department is having supervisors that also believe in community

relations. A white male freelance trainer talked about the importance of supervision and
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oversight in the police department to ensure that they are creating a culture that cultivates
“good officers”.
There's a whole other issues of that because there's lack of supervision, lack of
oversight. People aren't paying attention, you know, that sort of thing. I think that

if there's an old saying [that] says, tell me the kind of person you hang around

with, and I'll tell you the kind of person you're going to be, you put a good person
around good people, they're going to be good. You put a good person [officer]
around bad people [bad officers], in my opinion, it's going to be one of these
things you're going to go along to come along and that's going to have a negative

effect on that person because they're going to be the outsider.
Cultural Shift

The participants also mention that there is a changing national climate around

community relations in which police departments need to adapt. In other words, police

departments need to go through a cultural shift from a fighting crime combatant to a more
community-oriented steward. One white male patrol officer highlighted how law

enforcement has evolved in the last 20 to 30 years.
... police work has evolved in the last 20 or 30 years to a point where it's not what
it used to be. Um, so as far as like what I see, you know, in the last 18 or 20 years
that I've been in law enforcement, um, it's changing, mentally change. It seems
like it changes almost daily.

When he was asked to elaborate on what has changed in the profession of

policing, he mentioned that the role of the police has stayed the same (e.g. fighting
158

crime), but now officers have to compete with negative perceptions of the community
and the media. There seems to be somewhat of a conflict between his perceptions of

officers needing to “mentally change” and maintaining a potentially outdated perception
of policing. A white freelance police trainer, on the other hand, indicated that officers
need to shift from a culture of rough and tough policing to an emphasis on interpersonal
skills.

I think a lot of macho cops maybe over to the sixties and seventies, the eighties
and nineties into the 2000. They didn’t understand this —it was okay to be

empathetic out there; it was okay to show a softer side out there. A lot of officers
and most officers or police are men and they have a hard time understanding that,
you know, the old saying is, don't confuse my kindness with weakness. Pinewood

has always had, you know, an image of being a rough and tough police
department. They are not too big on the touchy feely. It’s been changing they're
trying to be better with it. That's why they've had so many issues.

The trainer highlighted that in some police department cultures there is a
combative mindset, which is fueled by a macho persona. Community engagement may
not be valued within these cultures. The data also suggest that if community engagement

is embedded in the culture of the police department there would be transparent messaging
from the department about the importance of community relations by having officers

show up to community meetings. A black public safety coordinator emphasized the

importance of officers getting involved in community activities and meetings.
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But I think where the, uh where they [the police department] could do more at is

just not to come, and watch, and observe, but to actually be involved in the
activities [like community meetings] because a lot of people don't even know that
there's specifically community engagement officers. I didn't know it until about
two months ago. So, um and as far as like programs, to my understanding, there
are no programs.
Reputation of the Police Department

The reputation of the police department was found to be a sub-theme through
some of the interviews with officers. A police department’s positive reputation can attract

officers to work for that city or even make it more likely for community members to
assist officers. A white male open academy police trainer talked about how problem

officers that are not disciplined tarnish the reputation of a given police department. “And,
sometimes you get these young guys and young and they're a little out of control. But to
me, that's up to the department to handle, okay. If the department wants to say, [they have
a] reputation of being aggressive, disgrace, shame on them, shame on them.”

His emphasis on young officers causing the most problems speaks to the need for
police departments to recruit officers that understand the importance of community
relations, discipline or remove problem officers and train officers in how to interact with

the community. Similarly, a white male freelance trainer talked about how, unlike city

police departments, the FBI and highway patrol have decent reputations with the
community.
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FBI's always had a great reputation... that bodes well for the federal

government. [No one says] this federal agency may be screwed up.You know,
it's something to be proud of. A highway patrol, very well thought of an
organization.

Although, he went on to say that many of the reasons these federal and state departments
have better reputations are because they have limited interactions with the public. The

police department, on the other hand, has more contact with the public than those other
agencies. Given that officers have more interactions with the public than most public

organizations, the trainer stressed the importance that being an officer is a public relations
role.

I mean, you can talk about mayors and council and that sort of thing, you know,
but how often do you see your councilman? How often do you see your mayor or

your.legislature? People are seeing police officers every day. We [police
officers] are safety and we're the one with the public relations. Tell that to a police

officer.you're really public relations for the executive branch of the government.

The interviews suggest that police officers are also representatives of the city and
their police department. The reputation of a department could influence how the

community interacts with that department’s officers. A white female leader stressed this

point when she emphasized that along with utilizing social media to increase
transparency, the reputation of a police department does help solve a crime. “That [our

department’s reputation is strong] does help. It does help solve crime because people
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want to step up to the plate and, and help us find that people, you know, especially on our
Facebook page that's new to us.”

By police departments fostering community engagement within their culture, it
can assist in developing officers that understand the importance of community relations.
Additionally, it can help officers build trust within the community. Fostering a culture of

community engagement includes police leadership and supervision that conveys the

importance of building relationships within the community; shifting the culture of
policing from a “rough and tough” mentality to embracing more interpersonal skills, and

cultivating a positive department reputation within the community.
Training Investment

The interviews suggest that if a police department is invested within community
relations, it will invest in training and supporting their officers. As one white police

leader said, “...we had a good budget that we’re using most of it, and we've really taken
advantage of it.” Similarly, a black female leader talked about the importance of
investing in training recruits that enter the police department. “[We] Got to spend the

money [on training]. It's there. These recruiters had beat the pavement.for this

department to get their applicant numbers in and we blew the roof off. When do we pour
it back into them.” Although, she also discussed how there is sometimes “red tape” that

officers have to go through to request training.
I had put in.for leadership training for Detective Charles, Cary, and myself.
And [my supervisor] said.

“only one of you can come.” So by mouth, they'll say

it, but then an actual application isn’t being done, because the money is there. We
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earmark money for training because we know that's important, but [there is this]
old school mentality. “Oh, everybody doesn't need to go, why do two people and

for that project management an $800 class”, but project management is huge.
That's a big deal and it can help us...
Recognizing Officers

Some of the interviews suggested that a police department that has a culture of

community engagement will offer its support by recognizing officers that have positive
interactions within the communities they serve. These acknowledgments can come

directly from the department or police organizations. For example, a male police leader,

who did not disclose his race, discussed how they partner with the Greenwood Police
Foundation to recognize officers. He also went on to say they recognize officers

internally through their “Officer of the Year” program.
.we partner with.[the] Greenwood Police Foundation, uh, who has a

community policing officer of the month. And it's not about arrest. It's not about,
you know, those type of, uh, traditional policing things. It’s about how these

officers interact with the community and it's published.every month. And then
eventually.we also have an officer of the year, there are.commanders in chiefs

letters that almost exclusively speak toward how officers have engaged with a
community member.
This internal appreciation of police officers sends a message to officers and the

community that community relations are valued by the department. Although, to some

officers, being appreciated directly from the community may be more rewarding than
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being recognized by their police department. One white male leader highlighted his

experience walking the beat in his community when community members began thanking
him

That's a really cool experience. It's not even you prompting it. It's not you going
to a community event, passing out ice cream or something. This is just walking
down the street. How simple, but yet how profound, right? People come up, thank
you for... and this is not just one person. This is multiple cars constantly coming

up to you because they appreciate the work you do in that neighborhood, their

house, their foundation, their families in that neighborhood. And they recognize
that you protect that. What a cool feeling.

Police departments can also use these positive community experiences as
incentives for officers. A white male police leader talked about how they include

community feedback within a police officer’s personnel file.

.frequently we'll get the notes or cards from people that say, hey, you know
what, this officer really helped me out. He did a nice job. And, um, you know, we

just want to say thank you and we keep those in their personnel file. Um, [that]
would be what we do. You know, those positive kind of feedback that you get.
Including community feedback and documenting positive community interactions in an

officer’s personnel file indicates to the officers that these interactions are valued and

could lead to advancement in their careers. In other words, these positive community
interactions are intrinsically rewarding for the officer but are also incentivized by the
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department. Police departments may also support these officers by budgeting and

encouraging professional development specifically on community relations.
Recruiting Practices and Recruiting Practice Barriers
The third theme was recruitment, which emerged from the interviews with both

police leaders, trainers, and patrol officers. What is evident in how participants talk
about recruitment is that before entering the police academy, the department tries to
select officers that already understand the importance of community relations. This

process involves weaning out problem recruits through the application process by
requiring them to take a personality assessment, passing a writing exam, being physically

fit, and to successfully graduate from the academy.

This process was made evident in an interview with a white male patrol officer

who was recently out of the academy when he spoke about the different application
screening requirements he completed, which gave the police department a glimpse into

the officer’s personality before hiring. The description also suggests the recent recruit

understood all of these sources of evidence mattered.
We [as recruits] have.. .to take a test, civil service exam that you have to pass
first... we have a background examination, psychological, uh,

examination,

multiple interviews, we have panel interviews or chief’s interviews and

whatnot.

And all of those things together are to form a dossier, a profile on you

to figure out if that type of individual is able to do the job, um, and what their

personality is like.
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The officer’s emphasis on a recruit’s personality came up throughout the interviews with

police officers (an officer’s personality is further discussed in the Personality and
Personality Barriers theme). Even after passing the exams and background examinations,
this vetting process may continue into the academy. One white male open academy
trainer spoke about his experience training new recruits and how the policing profession

is not for everyone.

A Police Academy is a vetting process. And trust me, there's some young people

when they walk in Academy, you know, right away. Oh, boy, no it’s not for you.

Right? It takes him a couple weeks. Maybe a month and they catch on themselves
it's not for them.

A white male police leader also acknowledged the importance of recruiting the

right people with the right character for the policing profession when said, “I think a
strong majority of them [the officers in my department] actually are very good at

community relations and part of it is the hiring process”. He went on to say that officers
that the department hires are “solid citizens” who have a natural inclination to want to
connect and build relationships within the community because of the role of policing is to
serve the public. Similarly, when asked what skills officers need when interacting with

the community, a black police leader indicated that community relations and the skills

needed “starts with recruitment and getting the right person”. He went on to define that
right person as being personable and seeing themselves as a part of the community.
However, there were a few problem areas identified by the participants that hurt
the recruitment of officers. A black woman leader spoke about a typical conversation
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when recruiting out in the public. “I mean you can't-- you wouldn't even imagine how

many people [particularly, People of Color say],.. Uh, I don't want to be a police
[officer].” A white male open academy trainer mentioned that the job of policing is not

for everyone by saying, “This job is not for everybody. And listen, a lot of young people
have ideas of grandeur.But not everybody is meant for this job. 99% of your day is

freaking sheer boredom and 1% sheer terror.” According to this open academy trainer,
recruits may have a false perception of the profession.
Personality and Personality Barriers
Personality was the fourth theme that emerged within the interviews. Interviews

with police leadership and patrol officers suggest that officers needed to have the “right
personality” to be a police officer. As a black male leader emphasized, “Number one, you
need to come to this job with a particular skill set and that starts with recruiting.

[It] is

getting people that are sociable and personable. Uh, I don't know if you can train
somebody to be nicer or train somebody to be sociable.” There was some overlap

between the perception that officers needed to have a particular personality and having

particular traits to be experienced in community relations (as emphasized in the
Unteachable Characteristics theme).
A white male police leader talked about how his department hired quality candidates that

were “good human beings” and of good quality.
The chief that was hired before, that was working from before me, really hired
some quality candidates that are just good human beings. He hired with character

as the primary component, a person’s character. The rest of the things like skills
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and stuff like that comes with practice and training and time, but it’s critical that
you start off getting people that are of good character, and I've tried to continue

that tradition.

A black female patrol officer with 23 years of experience talked about how some officers

go out of their way to build relationships with the community because “that’s just their
personality.”

There’s some officers do stuff on their own that go back after hours to give kids

candy or go play basketball with them and stuff. They’re not getting paid for that.

But that’s just their personality, you know. There’s some time you meet some
kids or even an adult that you just there’s just something about them so you want

to help them as much as you can whether you’re getting paid for it or not.
A white male leader with 20 years of experience talked about the importance of

understanding the personality of his officers and aligning their strengths in particular
situations.

I look at, um, my officer's strong points. You know, like if somebody is good
with... the LGBTQ community... I have one officer, [who is] very good in crisis

intervention.... I will call that person on the team to handle things. I've had
several success rates with officers that have, you know, stop somebody from

jumping off a bridge, able to talk to somebody to take them to the hospital. I use

my officer's strong points to send them to runs where I believe that they are best
suited for it. Cause everybody, you know, everybody's got a niche.
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On the other hand, a white male patrol officer talked about how some officers are
better at doing more community relation-oriented activities, such as talking to groups or

individuals, while other officers may better understand the crime prevention aspect of the
profession.

So, um, some guys [police officers] have it better than others ...Some guys aren't
good at.talking to groups or talking individually, you know, [to] large groups of

people. So I think you'd have to have an idea at their knack to be able to talk to

people.
Additionally, the profession of policing may also attract individuals that are not
interested in building relationships in the communities they serve. A black female leader

highlighted an experience when she collaborated with a police consultant. He informed

her about the personalities that the profession attracts.
Uh, I don't envy you guys. He [the consultant] said that badge and the gun people
are attracted to it. What type of people might you ask? People who like to have

control and lord over others. We've been doing this a long time and our research

has shown that although sociopaths only make up 8% of the general population,

do you know what percentage of law enforcement they make up? 40%. Explains a
lot, doesn't it?
As a freelance police trainer discussed how law enforcement can attract individuals that

like using their order and authority for harm.
Like people that are bullies, you know, and I've seen this in law enforcement, the

old joke about the bully fights you know, you get into law enforcement because
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now I've got the badge and the gun and now I can impose my will on people
because I've got the government behind me and unfortunately we have people in

our line of work like that.
One way that policing professions can screen out individuals that may be geared

toward social dominance is recruiting officers that have a certain type of personality.
However, one recruitment barrier, as identified by the freelance police trainer, was not
being able to truly identify good officers and that there will always be ones that “slip

through the cracks”.
We can try and do, hire the best person you know, I'll go through the hiring
process, when you're doing your due diligence, you're doing the polygraphs and
you're doing the neighborhood checks and you're doing background checks and

make sure you're getting the high character person... You know, every once in a
while, you. they slipped through the cracks.
It seems as if the officers tended to approach personality and its connection to

community relations from an all or nothing perspective. In other words, they seemed to

believe that officers either have the innate personality to be good at community relations

or they do not. This type of thinking potentially stems from a fixed mindset. A fixed
mindset is a belief that intelligence or talent are fixed traits and that talent alone is what

creates success (Dweck, 2016). In the case of officers, it seems that their perception is
that personality is the key driver of success in community relations. Counter to the fixed

mindset is the growth mindset. The growth mindset is the belief that intelligence or talent

can be developed through dedication and hard work (Dweck, 2016). In other words,
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officers can learn traits and skills to be more successful in community relations. This
growth mindset emphasizes the importance of an officer having the drive to learn and

being intentional in their own self-development (e.g. talking to the community, retaining
information from a training, etc.) to better themselves at community relations. However,

understanding the importance of personality and its relationship to recruitment is still
meaningful to consider given that the profession does attract individuals (as mentioned by

the commander) who have social dominance inclinations. If police departments create a
culture entrenched in community engagement and a growth mindset, and support

officer’s development, they may be able to foster officers that have the aptitude for

community relations. This culture would be a deterrent from attracting officers that may
not believe in the community engagement mission of the department.

Perception of the Profession & Profession Barriers

A fifth theme that emerged from the interviews was the Perception of the
Profession and Profession Barriers. This theme is the perceived characteristics and

reputation of the policing profession, which may influence the way officers approach
community relations, their self-development, and their roles. As one police chief
mentioned, “We as the, as police officers, we play a monstrous role as far as like the

health and vibrancy of a community.” This perception of the profession emphasizes the
seriousness officers may put into their role within the community. Similarly, a white

male open academy trainer reflecting on his experience of being a patrol officer in which

he recalled that the citizens of his community were counting on the police department
because at the time there were gang wars in the community.
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And um, and we got it done. Okay, because we knew what was at stake was
bigger than any of us, you know, it was the welfare of the city. There's citizens

who were counting on us. And even though the city, you know, was rot with a lot

of crime, there were still a lot of good people there. A lot of good working people,
people who own businesses, and things like that, you know, awesome people.
And we wanted to make sure that we gave 100 percent and we did, and some, you

know, I would say even 110 percent...
What stands out in his statement is emphasis “what was at stake was bigger than

us” and how it motivated him to give “110 percent”. His perception of profession of
policing is that officers are there for the greater good of the community and that idea

motivates him to do the best he can. Along with the perception of the role are the
standards and ethics within the profession. These standards may also blend into an
officer’s public life. A black female police leader talked about how she holds officers to a

higher standard than the public given their roles.
I said, “I will never be at a Blue Lives Matter rally.” Do you understand what
we're saying when we say that? “Shut up!” That's what you're saying: “Shut

up!”... that is wrong. You said you came to be a police officer in their
communities and when they raise concerns, you tell them to “shut up?” That I'm

more important to you. What about my life? That's not the time to do it. Do you

understand what you're saying? I said, “you'll never see me at a Blue Lives
Matter, you'll see me in a Black Lives Matter rally.” Understand who you are.

That you are supposed... say, what is this? You know, you [the community] first,
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not us [the police], you first. You won’t snitch. Well, we [the police] don't snitch.
Who's held to a higher standard? The community or us? What am I missing here?

Similarly, a white male police leader talked about honoring the patches (which indicate
an officer’s rank) and the badge. That officers should handle their interactions with the

community professionally.
And some people don't like things about you [as a police officer], but you have to
keep it professional. And that's what you do. And again, with years of experience

or most of the experience in Pinewood, because things come at you real quick

here. Um, uh, you get over it and you just deal with it being adults, being mature.
It’s honoring the patches and the badge that you wear.

These professional standards act as a code for some of these officers to protect

their professional reputation and the reputation of the field. A white open academy trainer
talked about his experience with the ethics within the profession.

If a cop is dirty he is dirty. I would never lie for a cop, I would never lie on a
report. Okay. I work hard for my reputation, I'm just not when I say I, I know I’m

talking about all of police officers I know that I work with, with exception of like

two that come to my mind, okay. But I've worked with good cops and they would
not put their job on the line, they wouldn’t lie for anybody.

He went on to discuss how he represents these professional standards within the
community.
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But what I always, I like to tell people when I'm out in the community and I, and I
do a lot of interaction with the community, uh, in majority black community is,
uh, when I come out and talk to them, I say nobody likes a bad cop more than a

good cop because they make us all look bad and no one wants to get rid of bad

policemen more than good policemen.
However, according to a white male community leader that assists with the
professional review of police officers, “Well, the most frequent complaint is

unprofessional conduct. And that spans, you know, wide, that can span a wide range. Um,
being disrespectful, um, name-calling, um, you know, using abusive language. Um, uh,

that sort of thing with...” In other words, even though there is a perceived professional

code, not all officers abide by it. For example, a white male police officer suggested that

officers do not need to hold themselves to higher standards because respect is reciprocal.
“Respect isn't just handed out... I have to basically earn people's respect and vice versa...

if I'm talking to somebody [a community member], I'll respect them, but. they have to
earn it.” The officer’s perception of respect as needing to be earned seems to oppose the

perspective that officers need to be held to a higher standard. A white male freelance
trainer spoke how often this lack of holding oneself to a higher standard can escalate a
situation. He brought up a video he saw online of an officer using force against an older

white woman, who refused to sign a traffic ticket.
Who in their right mind tased an 80-year-old woman...First, he's doing it to an 80year-old woman. The second thing is he's doing it to another human being. Don't

kid yourself. I guarantee you he's done something like that to other people. He's
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treated other people like that. That's the sort of thing that we have and this, and
this is what law enforcement wrestles with.

The trainer also highlighted the problem, as specified in the Accountability to the
Community theme, of the profession of policing “wrestling” with removing officers that
do not treat community members with respect.

Holding oneself to a higher standard for some officers was cemented at a young
age. Some officers discussed how their passion and desire to be a police officer started as
a child. A white lieutenant talked about how he drew police cars since he was five years

old.

In my opinion, passion in, and this comes from just me. This is me personally... I

love this job. I've been drawing police cars since I was five. Um, an English
teacher told me in high school, he said, find something you like to do and get
someone to pay you to do it. And I really have, um, I, I love being a first

responder. I love going to, you know, the most dangerous calls or the most severe
or where people needed the most help because I wanted to be there. I, I love it.
And I think it involves passion.

Similarly, a black male trainer at an open academy spoke on a childhood
experience of seeing a professional officer handle a call, which influenced him to want to

go into the field.

I guess what influenced me to be a police officer, one of the biggest things was
that I saw a police officer exit a vehicle one day and the police officer was very

sharp looking in his manner and his dress very professional. And I saw him
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handle a call. And as a small child, I was, I was in awe I think maybe it was
maybe 11, 12, somewhere about if I'm not mistaken. And um, it made... such an
impression on me. I thought that maybe that's what I'd like to do.

These positive experiences as children with officers helped influence some

officers to pursue a career in policing. The role models they were introduced to seem to
encompass a professionalism that these officers wanted to emulate. However, not
everyone’s experience is positive when interacting with law enforcement, particularly if

they are a person of color in a low economic neighborhood. These negative experiences
create somewhat of a butterfly effect. When communities of color are subjected to the
negatives of policing, it can in turn influence their perception of the profession, their trust

in police officers, and their willingness to pursue a career within the criminal justice field.
However, the interviews suggest, if the profession of policing embraces a more

community-centered approach, adopts community-oriented traits (in the right
circumstances), and is held to a higher standard, it could strengthen trust with the system

of policing.
Intentionality & Intentionality Barriers

Intentionality was a theme found throughout the interviews. Intentionality is the
deliberate behaviors, thoughts, and motivation to engage with the community and learn
from new information or experiences. These experiences can become transformative for
the police officer. A patrol officer being intentional in their interactions with community

members, training, and self-development was important in their understanding of
community relations.
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Some police leaders, trainers, patrol officers, and a community organizer brought
up that officers need to be intentional during their shifts to get out of the police car and
engage with the community. A white female leader with 24 years of experience spoke

about the importance of officers “knowing their feet” by getting out of their car to
intentionally engage with the community during their shift. She believed that an

experienced police officer needs to know their community.

I can't stand it when they [police officers] drive with their windows rolled up and
hear somebody screaming out, you need to be... if it were up to me to put officers

back on the patrol. The officers should be out of their car knowing their feet and
they should know the people that work there, other people that live there, and they
should really make an effort to do that because you're only as good as the people

that you know in your community...

Her idea is similar to the perception of “walking the beat” where officers are
patrolling their neighborhoods on foot to increase their contact with community residents.

Throughout these interviews, it seemed as if the participants perceived their patrol cars
were metal barriers that separated the patrol officers from interacting with the

community. Walking the beat goes beyond traditional community police programs like
cook-outs, coffee with a cop, or attending a church meeting occasionally. As a white

female community leader put it “those barbecues have to end... at some point and then
you go back to normal [the status quo of police and community issues].”
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Similarly, a black male police leader with about 30 years of experience spoke about how

police leadership needs to encourage their officers to get out of their car and engage with
the community.

And I would go to my guys and I say, man, this is a tremendous opportunity. Let
the police car block the street and get out and know the people [at an event]. And
they did that when I gave them that permission. That was an enjoyable part of the
job or part of the day for them at that time.

An officer walking the beat or engaging with the community is not always easy.
Many of the officers talked about the problems they face because of the negative

reputation of the police uniform. One white male officer, who has about two years of
experience at his police department talked about the challenges he encountered just
leaving his apartment and during a routine traffic stop.
‘Cause I, I get a lot of things all the time. I've heard nothing but you know, ‘Fuck
you pigs’, and you know, kill the cops and stuff yelled at me on scene, uh, when

I'm out of the apartment... And then I've had other people where I show up at a
traffic stop and they're quaking with fear ‘cause they're afraid they're going to get

shot. And that's very unfortunate as well. And if I had an answer on how to fix
everything, I would shout it from the top of the mountains.

A male police leader, who did not disclose his race, discussed the problems good
intended officers may face when an officer does not understand the impact of their

intentions. He emphasizes the importance that officers are personable and have decent

communication skills.
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Well, the problem with that is, you know, the road to hell is paved with good
intentions. So good intention officers who are, who believe, who truly want to do

a good job and say the right things can potentially say the wrong thing and it'd be

perceived in a much different way than they intended. So, when we're talking

about officers who are good at community relations, it really comes down to

officers, you know, who, uh, not necessarily had a gift of gab, but for the most
part know how to say the right things to the audience that they're, they’re
speaking to because not all audience[s] will perceive things the same way.
Intentionally walking the beat does allow the officer to more actively engage with

the community, but it also potentially subjects them to negative community perceptions.

On the other hand, officers can be strategic in the ways they actively engage with the

community to enhance their reputation. A white male patrol officer with 11 years of
experience discussed how he started going to church congregations to build positive

relationships within the community.
You can't just walk, go door to door and try to identify good people. It has to be

done through word of mouth. So I went to, to the major congregations and I said,
Hey a good way to get in the door here would be to the churches. And that's

where I started meeting people and that's how you build relationships.
A black female public safety organizer emphasized the value of having a police

commander intentionally attending community meetings to actively engage with the

community and establish an ongoing channel of communication about the problems
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within the neighborhood. She described how a commander would attend community
meetings to build a rapport in the community.
You lead with intention and you make sure that you're intentionally showing your

face in your community, you're intentionally going to community meetings... He

[a police commander] made sure that he went to almost every community meeting
no matter how many nights a week it was. He made sure that he continuously
showed his face at least the first two years of being a commander. So people knew

who he was and they felt comfortable communicating with him when they had

problems arise in their neighborhood.
However, building relationships within the community takes time. Some officers

discussed problems that they had when trying to intentionally interact with the
community. One white male patrol officer with over 25 years on the force talked about
the time constraints that some police officers are subjected to that limit their ability to
interact with the community.

Um, you know, there are interactions where you can, you know, when you have

free time that you maybe stop at the store or you may see somebody talk to
somebody, um, but, uh, if you’re in a busy district with the busy shift, you’re not,

you’re not really, you don’t have the time to really, um, entertain with the

commu-community.

Conversely, a white male patrol officer with more than 15 years of experience
highlighted the importance of intentionality and taking the extra effort outside his 40

hours to build relationships in the community.
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I get sworn and take the oath of office [like any other officer]. What you do from
there is up to you. Don't blame anybody else for your failures... [an officer has] to
go in with that mentality. Do you want to put in extra hours? Do you want to
work overtime? Do you want to get out of your car? Do you want to talk to

residents or do you want to do the absolute minimum while you are here? Do you
want to work a strict 40 hour a week? Do you want to not go on any calls unless
you're assigned?.You want to sit in the police car and play on your phone or do
you want to get out of the car and talk to people? If you want to go in a gas station

to get something to eat and look disgruntled and look at your phone and get your
Gatorade walk out. You want to say, hey, how you doing, [I’m] Tom? What's
your name? Ahan. How you doing? How long have you worked here?

This intentionally building relations within the community has some positive

outcomes. One white female community leader spoke about how trust is earned through
an individual officer, “It seems like there are very specific officers that they [community

members] like, um, and that they [the community] feel like they can, they can trust, but

then there's a bigger, a bigger issue with policing in general”. Similarly, a black female
public safety organizer spoke about a resident in Charleswood, a public housing complex
that has a history of crime, having a connection with an individual commander that they

perceived was a positive experience.

One specific resident from, uh, the Charleswood [public housing apartments] has
a really good relationship with the police commander. So I would say that's a

positive. Um, she, she even like get us connected to him when we were like do-so
from place to place, and she was like.You know what, he's my buddy. She was
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like, “Do you need to reach out to him? I got you.” So I think that's affirming and

positive example of having positive relationships with the police department.

Intentionality also factors into if a patrol officer will actively seek out continuing

education or other formal and informal learning experiences. The patrol officer’s

experience of going into a gas station and getting to know the clerks behind the counter
highlights the relationship between self-directed learning and intentionality. Self-directed
learning refers to learning projects that are facilitated by the individual without the

support of a formal educator. In this case, the officer was intentional in seeking out an

informal learning opportunity by talking to the clerks.
Intentionally also considers if an officer tries to retain the knowledge of a required

academy training or other formal learning experiences. A white male patrol officer with
26 years of experience talked about his intent in attending a training on crisis intervention

on individuals with mental illnesses because of being personally impacted. He
highlighted that he has to care for the subject of the training to be truly engaged. The

officer’s motivation to participate in crisis intervention training was personal because his
brother was diagnosed with paranoid schizophrenia in his early twenties.

[My brother] is probably one of the biggest, as far as when dealing with my drive
to obtain all the information I can, um, regarding, you know, crisis intervention
and all that. That’s, that’s a big motivator, huge motivator. They [the police

department] have a super CIT (Crisis Intervention Training) training coming up
that, you know, I really wanna take. I really wanna delve into it because I, I really

care about the mentally-ill. I have a brother that’s mentally-ill and it’s important,
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so.My dilemma is I’m, I’m an old dog. I, I don’t pull a lot out of classroom

unless I’m very interested in the topic. And a lot of times like our in-service

training, it’s class book, it’s PowerPoint, it’s, it’s numbing to the brain.... But,
you know, to care about specific areas that, and I would love to continue outside

this. If there is other entity giving this crisis intervention training, I would have
signed up for.

The officer highlighted that some continuing education courses are “numbing to
the brain” because they use a book or PowerPoint. His experience may be rooted in that

some of the officers interviewed favored hands-on-training (this sub-theme is later
discussed in the Experiential Learning theme). Knowing that officers favor more engaged

learning, sitting in a classroom, and reading to a PowerPoint may influence if an officer

retains the information. His emphasis on “I’m an old dog” may speak to the importance

of incorporating previously learned experience into the instruction of training to motivate
adult learners. In other words, allowing officers to share with their peers their successes

and mistakes within the field. This idea is aligned with Knowles Andragogy Principles
(Knowles & Associates, 1984) as discussed in Chapter 2.

A trainer from an open academy spoke about his goal to pour all his knowledge

and experience into a student and the hope they will apply it on the street.

You have their [the academy recruits] attention, they're going to be receptive to

what you're saying, for the most part, and so, um, that is your time that you have
you have a lock on that student to pour everything, you know, or, or, or
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everything you know, you try to pour it into them and you hope, again that they

will be receptive. And you hope they'll take it with them out into the street.
A black male trainer from an open academy spoke on his police career, which

began in the early 1990s. He mentioned, that despite growing up within the inner city

where he witnessed a significant amount of violence, it did not stop his intent on
becoming a police officer.

And coming from the inner city, I had known some amount of violence had taken

place, but not to the extent that I had seen happen, you know, being a police
officer being a first responder. I guess you get a different perspective. And, um,

but it still didn't deter me from wanting to be a police officer.

Intentionality may influence all forms of formal and informal learning. An officer

has to be receptive to learn and willing to engage with the community to understand their

needs and how to interact. Additionally, officers need to be open to learning during a
formal continuing education training since learning is an active process. An officer

probably cannot passively attend training and understand how to interact with the
community.
Formal Learning

The theme of formal learning emerged throughout the interviews with all the

participants. Formal learning involves the intentional learning activities officers engage
in to acquire knowledge and skills on how to interact with the community. These formal

learning activities included the following subthemes: the police academy, participating in
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continuing education, keeping up with professional organizations, working with a field
training officer, and studying at college.

Police Academy
As stated in this dissertation Chapter Two of my literature review, a police officer

must attend the police academy to become certified peace officers. However, no research

has examined how much knowledge officers retain from that experience and how well it
prepares them for interacting with the public. Some of the participants believed that the

Academy prepared officers well for their roles on the police force, while others thought it
was “superficial” and inadequate.

A white female police leader with more than 24 years of experience thought that

officers learn how to interact with the community based on the knowledge they receive in
the academy. “Officer's already know how to interact with the community. That's

something that gets trained in the Academy and at the end of the day, community

officers, it’s people talking to people.”
However, one male black male officer with 11 years on the force talked about

how the academy prepared him in understanding policies, procedures, and tactics, but it
did not train him mentally for his policing role.

Uh, I felt like they [the Academy] prepared me... As far as the training aspect...

I don't think I was prepared mentally on what am I or what I've been, uh, enduring
throughout my career. But as far as, uh, like tactics and, uh, uh, legal updates,
legal training, um, and policies and procedures, I feel as though I was trained and

well prepared.
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Additionally, a white male officer who recently graduated from the police
academy stated that the Academy, “.. .just like any other, uh, training, um, it's basic

training. So yes, the Academy prepared me to be an officer, um, but it's, it's a quick

overview.” Similarly, a free-lance police trainer said that the Academy is “.all
foundational and, you know, um, but the advanced type of training [continuing
education], they're going to get, they don't have- that you want officers to have, they're
not going to get that in a base academy. It's very superficial.”

One of the basic academy courses that participants mentioned was a community
diversity course. For example, one black male closed academy trainer spoke about some

of the courses at the Academy and the instructor’s approach to community relations.
“.throughout the Academy we, uh, talk, and all our instructors talk about .engaging
the community, getting out of the police car and talking to, uh, people. Uh, but

community diversity is one class, um, somewhat, um, a lot of domestic violence and a lot

of and part of our relation topics touch on, on that also.” He continued to talk about how
in the closed Academy, he tries to expose officers to the diversity of the city which
included women that have been victims of domestic violence, elderly populations, youth,

and black residents.
However, one white female community leader, who reviews police training

curriculum indicated that diversity and community relation training for some police

departments are just a 12-page pamphlet and PowerPoint of how many community
members who are of a particular ethnic group live in the area an officer is assigned. She

went on to discuss that diversity and community relations training should inform officers
on, “.what you have to do to be a.representative of the community and to connect
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with those people [the community you serve].” These interviews suggest that the
academy somewhat prepares officers with the basic and foundational knowledge of

policing, but other experiences and formal and informal training are needed to enhance

their knowledge of community relations.
Community members also mentioned the importance of officers having a
foundational knowledge of diversity and community relations, which can be started in the

Academy. For example, one black female public safety organizer talked about the

importance of racial awareness for officers to better understand the communities they

serve.
They [police officers] need racial awareness es-especially if they were to [work

with] minority populations, people who are low income, and they don’t how to,
you know, like, I guess, like express how they feel in a certain way. You need to

be able to meet them on that level and understand where they’re coming from,
know the years of oppression, know the history of the neighborhood, things like

that...

Continuing Education
Officers can receive additional training outside of the academy through required
or selected continuing education courses. For example, one black officer with over 11
years of experience talked about attending multiple trainings in the last three years, which

focused on mental disabilities and understanding biases.

And during that training, I learned about Sandy Hook.

[the training took place]

about a month ago..Over the last three years, we've also been trained in, uh, bias
187

policing, um, and identifying your own bias and...[being aware of] those biases.
And, uh, and we, I've also participated in training for crisis intervention, which is,
uh, learning about the mental illness aspect of it [crisis intervention]. Yeah.

There's definitely a lot of training.

Similarly, a black male police trainer in a closed academy discussed a bias-free

training that officers attended which included exercises that raised awareness about their
own biases and how to manage them.
.we're doing a bias-free training, and one of our officers does a fabulous job

with that. And what we're trying to do is we do um little exercises to show them
that everyone does have them, you know it's just a natural thing, and that could be

anything from a preference to just a upbringing or to just a, you know, um,
observation. And it's not necessarily wrong but you can't use that to determine

how you're going to enforce your laws. So, um, you know certain [coughs] certain
things that we teach them is-is just giving the, ah, citizen a voice.
It is important to highlight that the trainer indicated that the bias-free training was

conducted by an officer within the police department. A white male community leader,

who is involved in police reform, talked about the problem with using department

officers as trainers and not content experts. In his explanation, he uses search and seizure
as an example.

If somebody [a police officer from a particular department] wants to become a

trainer they make application and then they get trained and then they become an
instructor and a trainer, but they have no expertise that they bring to it.
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Instead

of having a search and seizure expert from around the country that they hire and
bring in and train the officers in a much more of a professional workshop... I, I, I

fear that the training is going to be, it’s going to lack [substance].
Required trainings can also cover the changes in laws and policies. As one black male

closed academy trainer mentioned when they put together their lesson plans for
continuing education they focus on what is required by the state and federal government.
We will put a lesson plan together.and once it's approved, we will go into
training officers in different things like use of force, uh, police legitimacy,
procedural justice, you know, just bias-free type of topics. We do some, um,

constitutional things to keep officers updated with the changes of the
constitutional laws. So we're, you know, we're-we're staying in line with what's

allowed to do within the constitution and what has changed and those type[s] of
areas.
However, as one black female police leader mentioned that police departments are

training and operating on outdated policies. “You know, Terry stops, [stopping someone
for] probable cause, reasonable suspicion. Those are the basics of [police] authority.

Those policies and those type [of] policies had not been updated since 2002. It's 2019,

shows you what the importance is or that it's just use your badge, use your gun, go out
there and get the bad guys.” Her emphasis on updating policies suggests that more

changes need to be done on the policy level to help mitigate problems with police
authority; otherwise, this use of authority among untrained police officers harms
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community relations. Additionally, officers need to be continuously trained on

understanding changes in laws and policies.
Professional Organizations

Police professional organizations may also inform and enhance training. For
example, one white male community organizer talked about the importance of
professional organization providing guidance and oversight for police training.

But you know, if you ask the Timberland city police chief, I said, “Hey, have you
heard of PERF (Police Executive Research Forum)?” [He responded] “Yeah,

PERF you know that Commie progressive, Commie organization trying to take

our power away.” And, um, I think the PERF, um, uh, Police Executive Research
Forum as one of those organizations that advocate for [police officer
accountability].

The PERF is a research and policy non-profit organization that provides
management services, technical assistance, and education to support police departments

(Police Executive Research Forum, 2020). They produce publications to give best
practice and policy development for law enforcement agencies. As highlighted in the

“Accountability” section, police departments should be accountable to the communities

they serve because they “are given special powers by the state.” Professional
organizations like PERF help regulate that power by providing national professional
practices and standards for police departments. The example of the Timberland city

police chief resisting oversight from PERF also suggests that department culture and
leadership should be aligned with best practices and oversight to allow for more
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evidence-based training. Aligning with these professional organizations can also enhance
the professional practice of police leadership, trainers, and patrol officers to better serve

their community. For example, one black female commander talked about a push in the
profession in policing for evidence-based practices, which motivates her to stay in the
profession.

So, it’s a big movement now in evidence-based policing. We have um, um,

associations now that are really, really, um, big on this. And I'll give you a couple
of them, uh, because I follow them. I'm so excited about them....

IALEP...International Association of Law Enforcement Planners. That's one. The

other one is, um, Policing Equity is a big one.There’s Policing Equity.
of Evidence-Based Policing. And there's one more that's really been.

Society

Ah, here it

is, that's been really getting some big, a big push. The American Society of
Evidence-Based Policing. Those are huge.

there's a perfect storm going on, and

now there's more [training] components coming in.
The police leader’s emphasis on a “perfect storm going on” speaks to the demand
by the public at the time of this interview for police departments to reform. Police

departments are being asked to create a culture of evidence-based practices driven by

research and data. During a chat I had with a black male police leader, who did not
participate in the recorded interviews, he mentioned that his department was being asked

to track the number of positive interactions an officer has with the public. They were in
the process of designing a database to track these interactions. He feared that by creating

this tracking system, officers will seem ingenuine when interacting with the community.

Although, as previously described, if police departments have a positive reputation with
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the community and embrace community engagement, these interactions are probably
more likely to be perceived as genuine. Tracking these metrics also emphasizes the

importance of community interaction, which may help shift the culture of the department
in embracing community relations.

Professional organizations also can introduce police leadership to potential
training for their officers. For example, when asked about how he hears about police
training opportunities, a white male police leader mentioned that he gets a lot of

information from his state’s Police Chief Association and the International Associate of

Chiefs of Police. He also subscribed to a mailing list of other professional associates that

recommend certain training programs.
Officers can also use these professional organizations to connect with other

officers and criminal justice representatives to share their own best practices while
enhancing their knowledge and skills. For example, one white male officer with over 15
years of experience talked about his experience of sharing his best practices nationally

regarding community relations and hostage negotiations. “I've gotten more out of police
work than I ever thought. I'm able to travel around the United States and speak of police
work from California to New England to Florida. I get paid to do it. I'm very fortunate to

be able to do that. I'm blessed, truly blessed to have that opportunity to do that.” After the

interview, he mentioned that he receives calls from local police departments to discuss
and reflect on issues that they are encountering in the community.

Professional organizations provide police departments with some degree of

accountability to the communities they serve. These organizations also provide evidence
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based practices for police departments and provide formal training programs for the
professional development of police officers.
Field Training Officers

Field training officers were also mentioned as a method of formal learning for

police officers. These officers are experienced officers, who are responsible for on-the-

street training and evaluating new police recruits to ensure they are capable of handling

their responsibilities on the road (McCampbell, 1987). A black female officer with over
23 years of experience mentioned after the Academy you “^ go to the department, you’re

with training officers for another six months. So, I think I was very well prepared for it

[being a police officer].” A white male police leader highlighted the process of the field
training program.

But during that process [field training] is when, you know, the officers... [learn],
the nuances of the community. And then, you know, how we deal with the

community. Uh, I guess interact with the community. That would be the best way
to put it. Um, particularly focusing more so on, interacting not only just in, in
positive ways, but that's certainly more of a focus on interacting with people in an
enforcement capacity, you know, trying to teach officers how to properly interact.

Later in the interview, he indicated a small percentage of people an officer interacts with
are “really criminals” and that the vast majority of police-community interaction is

positive and service-related (e.g. assisting the community while in a crisis). He

highlighted the example of one of his officers helping a child who had autism spectrum

disorder at a shopping center. “It was a stressful situation and he [the officer]
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demonstrated patience and tried to, you know, positively interact with the kid and was

able to resolve that situation really relatively peacefully without a whole lot of fanfare,
quite honestly.”

A white male open academy training talked about the importance of structuring a field
training program so that the officer is slowly exposed to the profession. He mentioned

that within the field program, officers are introduced to real-life situations and get

guidance from a veteran officer.
Field training program, the structured field training program.. .they’re there with
a veteran officer, new officers. this guy's protecting him [the new officer], okay,

introduce him to real-life situations and say this is how you handle it. Okay. This
is what you supposed to do here...

He continued to talk about the real test for officers begins on the street because it can be
unpredictable and that a training officer helps with that process.

A police officer has been in [the] police academy. Okay? He hasn't done the job

yet.the real test is on the street. And once again, that's why structure[d] training

program [with a field training officer] is very important.
the frying pan into the fire.

because if you go from.

you just can't go from

[the] police academy to

the street, you're in trouble, your departments in trouble, the officer’s in trouble,
he's going to get in trouble.because we've talked about the balance of power

because we wield a lot of power. You got to know how to.attain that. Okay,

when it's appropriate to use this or that.
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A white male free-lance trainer discussed how a field training officer gives new officers a
good foundation of the skills they need to know.

They [the department] partner you with a training officer and hope he is going to

set you, um, with a good foundation, with all the types of things that you're going
to, you know, need it out there. Whether it's communication skills, your tactical
skills, your people skills, uh, evidence collection skills, character skills,

everything that a police officer is required to do out there. Um, hopefully through
the training program.. .they get...[a] good foundation.

While the above white male freelance trainer argues for partnering new offices
with a training officer, some participants discussed that there could be some problems
when pairing recruits with veteran officers. Veteran officers would have been trained

differently in the past when the profession emphasized power and authority rather than

community relations. For example, as one black female public safety organizer

mentioned, “I think that the older generation of police officers, they didn't have the time
or you know, they just weren't trained to care really about and empathize with what the

community has going on. They weren't trained that way. So it’s not their fault, but at
some point, they have to become involved in the conversation”. Additionally, she does

mention that when officers are on equal ranks these generational differences could
become learning experiences because of learning through the generational conflict.

I have a, a close friend of mine. She's a police officer.

uh, she's the person that

she's paired with, uh...she's always telling me, just as a friend, about.the
common conversations that they have, and how their opinions are so different,
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and, and he looks at things differently than she does. So they're always like
butting heads when they call, and they have to go into these urban areas, and they

have to talk to the residents, things like that. [However]... I think that the other
equation that's missing out of the two pair is a resident, honestly and truthfully.

Her emphasis on also bringing in a community member within the dyad speaks to
the importance of understanding who is not represented in decision making. However,
paired with knowledge of the community and skills within conflict management, the
internal generational dialogue can create an opportunity for officers to learn from each
other and how to make better decisions when interacting in the community. However,
given the hierarchical nature of police organizations as discussed in chapter 2, officers

may need to be on equal ranks or allow to have open communication with their partners
or training officers for this dialogue to take place.

College Education

College education was also stated as a method of formal learning. Many of the
officers mentioned attending some form of college (e.g. taking a few associates or
undergraduate courses); on the other hand, the learning or experience in college was not

mentioned as a significant factor in officer’s approach to community relations. As one
black male open academy trainer summarized, the college was just “icing on the cake,”
but did not make a difference when it came to policing.

They [criminal justice research journals] did a study once with respect to whether
or not a college education was needed, and they found that when they made it

necessary, that they wound up hiring, hiring police officers that were not as
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effective as they had hoped. And so it was a misnomer to believe that you had to
have a formal education to the extent that you needed college. Again, it's icing on

the cake and it doesn't hurt.

Throughout the interviews, college education was only briefly mentioned as

influencing police officer development. However, one black female leader mentioned
that, “We know as education increases, bias decreases, right?” Some research has

suggested that college education does make a difference in if an officer uses force against
a community member. Chapman (2012) found that police officers who had attained a

college education were less likely to report that they would use force when interacting

with a community member and would be less likely to use lethal methods like impact

weapons or deadly force. The reason education may have not been brought up in the
interviews was that I did not specifically ask a question related to college. It also seems

that as a profession, police officers tend to value more real-lived experiences than college
education. This value for real-lived experience is made evident in the current study’s
experiential learning and informal learning themes.

Experiential Learning

An additional theme that emerged was experiential learning. Experiential
learning was acquiring knowledge about community relations through formal and

informal learning experiences. Formal experiential learning experiences were intentional
programs designed by police departments to connect police officers to the communities

they serve. Some of these programs included dialogue sessions at homeless shelters,
barbershops, community meetings, and churches. Additionally, these formal programs
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included roleplaying during formal education like the academy. Informal experiential
learning included serendipitous learning experience that occurred on or off the job.

Experiential learning has the following subthemes connecting with the community,
exposing oneself to diversity and new environments, roleplaying, and hands-on training.

Connecting with the Community

Experiential learning programs developed by a police department or trainer can be
intentionally designed to connect the officer to the community. For example, a white

female community leader emphasized the importance of creating programs and training

for officers where learning would occur through a shared dialogue with representatives of
the community that the police serve.

Where I think the much better thing to do, where instead of having them sit in a
room and you click through [a PowerPoint] ... Like bring in people who feel

comfortable right from the community, who are those representatives, who might
be more representative and have like a back and forth dialogue [with officers]

instead of this very kind of sterile old school, here's a, here's a packet, read it and

then we're done.
A black female public safety organizer spoke about a “reverse ride-along”

program, which involved new police recruits. The program intentionally creates a
learning experience for officers to learn about the neighborhoods with high crimes, meet
their residents, build community relationships, and learn about the problems they face
daily.
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So right before they [recruits] go into the force, she'll [a community educator]

take them on a reverse ride-along through the community so they can see what it's
like to be a community leader and, and, uh, events and activities that we engage
ourselves in. They take them around to meet the residents. They go to specific

target areas in the neighborhood, so that could be a problematic area where a lot

of crime occurs. And they talk about, uh, the crimes that occur in that area. They
have intentional conversations with both residents and the police officers, so that

by the time that they're on the force, they have already built those relationships so
that when they come around, the residents already recognize them. They already
had that relationship with them. So it will be a more open and honest

communication between law enforcement and the residents.

These programs can become transformative for officers that are willing to
critically reflect on the experience. A white male patrol officer with over 11 years of

experience reflected on a community police program that he organized with a homeless

shelter.

We went to the homeless shelter. Well, I organized it... it was-was a round table
discussion. I brought ten other police officers. And we just sat down with the

residents. And that's probably the first time in my career that I can say I talked to
all those people for longer than a half-hour when it wasn't related to criminal
justice. You know what I'm saying? And they, they acted with the same thing...
Like I never talked to any police for longer than.30 minutes or 40 minutes if I

was in the back seat of his own car or something .

we don't do this kind of

stuff.this is what matters, relationships, building relationships, and trust.
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when

you see me at 1:00 AM and I see you at 1:00 AM, I’d automatically think like,

okay, the stereotypical homeless guy is, he’s substance abuse or mental disorder.
No, he's down, he's down on his luck trying to get his life together.

This patrol officer’s observation also factors in the importance of officers being

able to have a say within an experience. Cervero and Wilson (2006) posit that program
planners should consider the multiple interests of the stakeholders involved in a particular
training program. By involving the police officers and community members, it shows that

both of their perspectives and interests are valued. It limits the likelihood of resistance to
the training because it coveys to other officers that the training was designed by their own
and is applicable to their jobs.

Interacting with youth was a common subject that was brought up by some patrol

officers regarding connecting with the community. A male police leader talked about the
importance of engaging youth early on. “To me, that makes a huge difference when you

are, um, connecting with young people. I mean, that, that, that’s where it starts and if you
don’t get... if you don’t get them there, it’s hard sometimes to, to make changes later...”
Additionally, he talked about a specific program his department developed to connect

youth with police officers.
And we’re also now starting a new thing called “cop guides”.Basically, this is a

mix between boy scouts and explorers, police explorers clubs.

ah, you know,

clubs are big in community-police school. But what it does is it blends both of

those things and it’s, ah, you know, the officer will kinda meet with different kids
as part of a, a free program to, to young people and it allows them to, um, you
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know, learn life skills and outdoor skill. It’s a nice club and it’s coordinated with
the police department.

One white patrol officer talked about the importance of interacting with youth during
routine shifts.
Um, like anytime I see a group of kids, uh, especially if they're like throwing a
ball or something like that, I stopped and I get out and I talked to him. Um, I play,

I've played football with a bunch of kids. Uh, I kicked a soccer ball, uh, throwing
a baseball, whatever. Um, and that helps build that, that bridges that barrier at a

young age.

A black female officer with 23 years of experience highlighted the importance of
being transparent and connecting with youth. “...I have so many experiences with kids.

They remember you even when you don’t remember them, they remember you. And if

you just give them a few minutes and talk to them they’re usually okay.” This
remembering the officer creates an authentic connection between a police officer and a
child. Ideally, through these positive experiences with officers that the child grows up

perceiving officers more in a positive light. Although, as mentioned previously, a culture

shift needs to occur in police departments and the mentality of officers to reinforce these
positive connections throughout that child’s life. It takes one bad experience like racial

profiling or being subjected to the unauthorized use of force to stain that relationship.
Exposure to Diversity

Police officers can also have experiential learning instances outside of formal

programs by being exposed to diversity. For example, a white male patrol officer shared
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his experience working at a country club before enrolling in the police academy. It was at
the country club where he met people from “all walks of life”.

Well, the first couple of years [at a country club] were so influential because there
was a lot of, um, people that I'd never come in contact with before. People from

all walks of life. There were people who had to take the RTA bus just to work
there in the kitchen. And I met people who are at the top end of society that are
members of the country club and people who are struggling just to get by, which

was myself at the time. And, and other people like that, struggling to raise a
family, struggling to make some money. Um, and they taught me so much on both

sides. People that make a great deal of money and great, have a great deal of
wealth and the people that um, come from broken homes and single-family

incomes and working 80 hours a week just to put food on the table... [What] I

learned in those couple of years, those shaped my life.
A white male open academy trainer talked about the importance of officers being

exposed to diversity through interacting with individuals from different communities and

ethnicities.
Okay, you have to have this eclectic interaction with an eclectic group of people.
Because if you just deal with one type of person from society, that's all you know.
And if somebody else comes into your community, maybe different skin color,

whatever, how you going to react to that, how do you know how to react, okay?
You know, it's easy for you to say treat everybody the same. But if you have no
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experience to deal with that, right, you never interacted with people of different
cultures, right? You have to know how to interact with people.
The trainer’s emphasis on “interaction” and “experience” highlights the

importance of officers having experiential learning experiences with people that are
different than they are. Patrol officers can also use experiential learning as a way to
enhance their interactions with the community. For example, one black female officer

with 23 years of experience created a learning opportunity regarding a race-related
complaint from a community member.
So, she’s, she [the community member] was a Caucasian female. And she would

say those black kids are throwing rocks at my window and, you know, go through
all that. You know, sitting there and talking and talking, talking to her. And then
she said, “I don’t like black people.” I said, “So you don’t like me?” “No, I like

you.” I said, “So, don’t say you don’t like black people you just don’t with all the
kids bothering.” I said, “They’re kids, they’re playing and they’re not in your

yard.” She thought she owned the sidewalk and everything. So, we’ve been out

sitting and talking. And after that I would go by and just speak to her or I’d knock

on the door and check on her and, you know, then she was happy.
However, according to a white male patrol officer with 11 years on the force,
experiential learning can negatively influence the perceptions officers to have about the

community particularly when they are scheduled to patrol high crime areas during the
night shift. He highlights that these negative experiences can be countered by more

positive intentional interactions during the day.
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But another thing that I've always preached that we have community service units
and that's someone's full-time job. But a lot of people on this job you work night

shifts and you work night shifts for 10, 15, 20 years. Well, when you work night

shift you don't have any interaction with other than negative people. It’s not like
you're driving down the street during the daytime and you see people out doing

their yard work, you’re working from like 11:00 PM to 7:00 AM. So you can
imagine everyone you're dealing with is, you know, they're not out doing...yard

work.
There's a lot of people that think like this is a losing battle. And uh, I think it

would be beneficial if police officers were able to go to more community events

and meetings and get a genuine thank you from people who appreciate what we

do because a lot of people on this job don't ever see it or hear it. You know, you
get treated like crap by your supervisors and the city and you get treated like dirt

by the community you're trying to help.
According to an analysis of 2017 Uniform Crime Reporting more than half of reported
crime occurs during the day; however, more violent crimes were reported at night

between the hours of 7:00pm and 6:59am. These crimes included driving while impaired
(87 percent occur at night), murder (65 percent occur at night), rape/sexual assault (59
percent occur at night) and robbery (56 percent occur at night) (Crimes that Happen

While You Sleep, 2020). When an officer is only exposed to these negative sides of
policing, it could have a negative psychological effect on them. The officer further

explained in the interview that when he changed from the night shift to the day shift,

“When I went from night shift to day shift I saw a lot more.
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I saw a lot better people. I

wasn't going from run to run, from shooting to stabbing, to rape all night long to domestic
violence.” As stated in the “Recognizing Officers” sub-theme, some police officers do

enjoy getting positive feedback from the community members so it is important to
consider the shifts officers are continually assigned.
Roleplaying

To prepare officers for experiences on the street, police academies often use role
plays or artificial scenarios. However, according to a white male open academy trainer,
these scenarios do not prepare officers for real-life situations when they are within the
communities they serve. He makes the comparison of how you can train a barber in

artificial scenarios, but cannot trainer an officer similarly because of not being able to
replicate what “occurs on the street” and the physiological response an officer goes
through.

..we will never replicate what occurs on the street. Okay? You can never
replicate somebody putting a gun to your head. Okay? And want to kill you and
you’re a police officer, right? How do you replicate... that fear? How can you

replicate a true domestic. How can you replicate that and get that adrenaline

rush? You can't.But as a barber, how can you replicate somebody cutting your
hair? You do it every day in barber school, right? You've been cutting hair for
forever but in a police academy we've been doing scenarios, we've had actors,

okay? How do you deal with the real stuff?

The trainer highlighted the unpredictability of the role of policing. Unlike a
barber, who routinely cuts hair, a police officer is subjective to novel situations daily. In
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his example, he mentioned the negative sides of policing such as how you react to
“having a gun to your head.” However, a white male lieutenant highlighted the
somewhat positive side of unpredictability by emphasizing the many roles officers have,

“I think policing is to be part of your community and whatever that means. We've been

bicycle mechanics, marriage counselors, uh, auto technicians, um, paramedics, uh, um,

chef um, and every social service in between, all in the same shift. ” Both these
experiences speak to the value officer’s place on hands-on training because, to the
officers, you cannot train in a classroom or use roleplays because of the unpredictability

of the role. However, with the advent of Virtual Reality (VR), some police departments
are using it train officers on how to respond to common or high-stakes scenarios. For
example, the Chicago Police Department is using VR to train their officers in de

escalation and to increase their empathy (Pasternack, 2019). Although, since it is an
emerging technology, there has not been any research comparing it effectiveness to

traditional role-play scenarios.
Hands-on Training

Many of the patrols officers, police leaders, and trainers mentioned that learning
how to engage with the community and in policing, in general, comes from “learning
while you’re on the street” not through artificial scenarios. For example, one white male

police leader with over 13 years of experience discussed how the knowledge of policing
is not always in writing.
I think you learn a lot of on the job training, especially, um, you know, [not]

everything's...black and white and people I think who don't know. how policing
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works or experience the job that we do, expect everything to be written in the
manual.. So you learn the most of your job while you're on the street if that

makes sense.
A white male freelance police trainer talked about how officers may appear to

understand the fundamentals within the academy, but it is not until they get on the road

with limited supervision until they learn to operate themselves as professional police
officers.
A highly motivated person [police officer]. You could send them to the Academy

and they get trained up. They look like a million bucks and go through their FTO
(field training officer) programs and all they can write, they can talk to people,
you know, they're likable, they're getting along with everybody. Then you really

don't know how somebody is actually going to operate out there. I say that until

the rubber meets the road until they get out there operating by themselves.

The interviews suggest that officers value hands-on training and because their
roles are somewhat unpredictable, it is important that officers are subjected to a varied
amount of experiences before they operate by themselves. One way officers could

achieve these experiences is by working with a field training officer.
Informal Learning
Informal learning is a theme that emerged from the interviews. Merriam,

Caffareel and Baumgartner (2007) define informal learning as the spontaneous,

unstructured learning that occurs at home or in the neighborhood, in the workplace, and

207

in other informal settings. Informal learning had the following sub-themes: life

experience, interacting and observing other officers, and other professional experiences.
Life Experiences

The importance of prior life experiences was highlighted throughout the
interviews with many participants. These experiences ranged from childhood to

adulthood. For example, a male free-lance police trainer discussed how an officer having

prior life experience influenced their temperament and decision making.
When you get somebody that comes into the profession a little bit later in life,

maybe close to and in their thirties or mid-thirties or even men now... in your
[their] late thirties, early forties. Is it the life experiences they've had? Maybe
they've had multiple jobs, maybe they've been married and divorced, maybe they

have kids, but all this kind of help round them out.

Um, and it helps with their

decision making. It helps with their temperament.

when you bring older people,

in those kinds of sharp edges have already been rounded out a little bit because of
things that they've brought to the table. Those life experiences with them.
The trainer’s perspective of an officer being “rounded out” by having multiple

jobs, being married (or divorced), and being a parent speaks to the sociocultural factors of

adult development (Merriam, Caffarella, & Baumgartner, 2007). He mentions the
learning adults go through when taking on social roles (e.g. being a parent) and the
timing of life events (e.g. being older than 30 years old). As outlined in Chapter 2,

learning can occur through the social roles an individual takes on (Reitzes, 2003). The
greater an individual identifies with a role, the more likely that individual will value and
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invest in that role. The timing of events is defined by society’s expectations of ageappropriate behaviors (Neugarten & Datan, 1973). Within the U.S culture, it is generally

expected that 30-year old has matured versus a 20-year old that is still experiencing life.

These life experiences add to the knowledge of a particular officer. In other words, the
trainer believes that an individual that has experienced multiple social roles and has gone

through some life experience will be better prepared for community relations.
A black deputy chief with almost 30 years of experience talked about the

importance of officers being “raised correctly” and how understanding how to interact
with the public begins at a young age.
Uh, well, I would say that just about community relations in general I think that,
uh, that... starts at a young age. I don't think that's something that when you raise

your hand and become a police officer, that all of a sudden you get great

community relations skills.You may not have many interactions with the public.
However, that should not stop you if you were raised correctly or raised, you

know, in a certain way. That should not stop you from, um, from having positive

interactions with whomever you deal with. And I think you bring that to the job
and it's just sharpened as you become a police, as you do your police work, that

just becomes more sharpened. And, uh, and as you, you know continue
throughout your career.

One black female officer with 23 years’ experience highlighted how her role of
being a parent influenced her approach to community relations and how she used that
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experience to understand that people sometimes misbehave, but that does not make them

bad persons.
You know. And they think a little differently from us. And that I’m speaking from
a parent point, you know, point of view now because I had two children and, um,

each child is different, you know, and it’s always underlying problems or other
things that makes people misbehave. It’s not always, um, they just bad, you know.
A black officer with over 11 years in the police department spoke about his

experience growing up within the foster care system and how it makes him identify with
the people within the communities he serves.

Yeah. Um, so like I said...from the age of five to the age of nine, I spent in foster

care... the reason why [I] was [in] foster care is because [of] a mother who was
addicted to drugs, um, and.[my]father left. So.growing up impoverished [for]
the first part of my life, um, pretty much, uh, helped me identify with, uh, some of

the, the people, the children that I encounter that are in the inner city and the more

impoverished areas and understand, uh, where they're coming from. And, how uh,
sometimes.it's not their fault. This is the product.of their environment,
especially with the children and especially if the parents are, uh, responsible to

where they are.
Other Professional Experiences
Other professional experiences were brought up within the interviews. These

professional experiences included officers having previous roles within the military,

medical field, teaching, community programming, stage illusion (magicians), and
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childcare. A white male police leader with 20 years of experience emphasized the

importance of understanding the previous professions officers have and what they can
bring to the table within a given moment.

.. they handle things very differently, with their tactics and things like that. They
bring that to the table... You have people that were schoolteachers before that

become policemen. You have people that were, uh, we have nurses where, you
know, when somebody who's injured they are there and they're there. We had an

incident the other night where a person got stabbed and this, this one of the

officers was a nurse and they, and it's just fit perfectly. I mean, I've had other
instances where they've actually saved lives because they've had the knowledge,

the prior knowledge of how to do this, where they kept the person alive because

they knew how to use a tourniquet
A black deputy chief with about 30 years of experience discussed how an officer

(Ken) that utilized his skills as a magician to build a rapport and an on-going relationship
with children in schools.

Ken.would come to different fairs of schools and all that and he'd do a magic
show for them because that was his thing. He was a magician. And then during
that show he would, he would also interject, uh, things that were safety-related for

the kids. And if you ask any kid in any school, you know, a couple of years ago
who Officer Ken was, they knew exactly who you were talking, talking about

because he had a great relationship with them.
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Some of the officers mentioned that they had some military experience including the

army, air force, and marines. Police departments often recruit for individuals with
military experience because they understand the tactics of safety. For example, one black
officer spoke about how he received a recruitment memo from the police department, “I

was in the Marine Corps for eight years prior to coming on... to the police department and

there was a, a memo or request for, uh, police officers [from the police department].”
Experiences in the military also can assist officers in their approach to community
relations. A younger white officer emphasized how his military experience prepared him
in understanding cultural differences.

Um, like some, there are some things that people don't realize, like, um, when I

was in the military, we had to learn, um, the cultural differences with [Arab]
Muslims. Same thing where we're at now because we have a mosque in our city.

So there's certain things that you can't do, like you don't put your, your feet up on
the table or something like that or show the bottom of your foot to somebody

because that's like giving them the middle finger and some people don't realize

that.
In contrast to this sensitivity to diverse cultures, one white male free-lance trainer

with 32 years of experience spoke about the difficulties he faces with training officers
with previous military experience regarding their use of discretion when interacting with
the public.

Um, yeah, I know, I know several that, um, I, I don't want to say that they're

military guys, but they're military guys. Um, and they, you know, they're very
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good at taking orders, but they, they read and enforce the law by the letter of the

law and which is absolutely correct, but sometimes there is gray area, you know,
depending on what situation you're in and what type of violation you're dealing

with, um, that sometimes they don't see that gray area.
The trainer’s comments about officers with some military experience not being

able to see the gray area of policing may speak to the training they received in the armed
forces. According to the U.S. Department of Veteran Affairs’ Veterans Employment
Toolkit (2020), within military cultures, somewhat similar to police departments, there is

a hieratical chain of command. Decisions are made by individuals that are in higher

ranks. A lower ranking military professional has less discretion in the decision-making

process. The military values authority and respect for the hieratical chain of command.
Military personnel also tend to favor direct and simple orders given the high stakes nature

of the profession. Given that decisions are straightforward and direct, veterans may have
difficulty with or be upset with “patronizing talk, uncertain leadership style, and

approaching problems with hesitation or fear” (Veterans Employment Toolkit, 2020).
The trainer may be experiencing problems with veterans because of a conflict with

military culture. Knowing that veteran police recruits may have problems with decision

making and difficulty with patronizing talk, it is important to create an academy
curriculum that focuses on these areas such as building interpersonal and decision making
skills.
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Learning from Other Officers
Police officers can engage in peer-to-peer learning. Peer-to-peer learning allows

organizations, like police departments, to tap into the knowledge that already exists

within the organization (Palmer & Blake, 2018). Often these types of experiences can

take the form of informal impromptu conversations known as “water cooler chats.” Water
cooler chats are when individuals take breaks from work-related tasks and have
conversations with colleagues. These chats are opportunities for officers to troubleshoot

their problems and share best practices. A white patrol officer with one year of
experience mentioned the importance of creating a department culture of peer-to-peer
learning and support.

So we just don't have the big kitchen table we sit around. So you know, we'll do
our roll call and then we'll sit there and we'll have our discussions over a cup of
coffee or something in the morning as we're getting ready and figuring out what's

going on for the day. And we'll discuss those different calls that we've had. And I
think that that's kind of a, a human thing where people feel the need to discuss
different situations and be like, hey, maybe I would have handled it this way or
that way. Or what do you think about this? So, I'm not going to say that it's
standard and that it's, um, it's in the protocols or anything like that for every

department. But I would venture to guess that every department, just from a
human standpoint, people have those kinds of discussions with each other.

These water cooler chats can be viewed as an informal Community of Practice.
Communities of Practice (CoP) are a“ group of people who share a concern, a set of
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problems, or a passion about a topic, and who deepen their knowledge and expertise in

this area by interacting on an ongoing basis” (Wenger et al., 2002, p. 4). Within a

workplace setting CoPs can support peer-to-peer learning in developing shared
understanding and work-relevant knowledge building (Hara, 2009).
Similarly, a white male lieutenant with 13 years of experience on the force spoke

about seeking advice from peers that are respected within the department.

So go talk to somebody, whether it's a professional or your peers, you know, there
are on every shift. And in this, I mean, every policeman will tell you this on every

shift. There's some man or woman who's completely respected and probably more
responsible...where you can go and ask him or her anything and they're going to

tell you from years of experience or you know, just what they've seen in their
career, uh, how to deal with it.
A white male patrol officer discussed how his department encourages peer-to-peer
training, in which officers learn from the strengths of others. He discussed how certain

officers are more skilled in tactical areas, such as defensive tactics, and they train him in

those technical areas. Conversely, he trains those officers within community relations
based on his skillset.
Everybody in this department is very unique. Some are very skilled in certain

areas. Some are not skilled in certain areas, some need improvement in certain
areas. Some are excellent in what they do and.

in other areas.there are police

officers in this department that are excellent at, um, their shooting techniques,

their defensive tactics.

And then there's officers here who need help in that
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category, like myself. And I'm not ashamed to admit that I continually seek their
advice on how to get better and, and work with them. And then there's officers

here who, who learn from my ability to use verbal de-escalation and stuff like
that. So...it kinda goes both ways.
Surprisingly, no black or female officers mentioned peer-to-peer learning as
something that was influential to them. This trend may suggest the negative side of

informal peer-to-peer learning that individuals tend to gravitate towards groups that are

similar to themselves. As highlighted within Chapter Two, research by Stroshine and
Brandl (2011) suggests that White females, underrepresented males and underrepresented

females felt more isolated and polarized compared to white males in the police

department. Similarly, underrepresented officers are not promoted at the same rate as
white officers (Valencia, 2009). This isolation and problems in promotion may occur

because these underrepresented officers may not have access to the informal networks
that white male officers have. In other words, black or woman officers may not have

access to these types of informal learning experiences, which could hinder their
professional development and ultimately their career advancement.

Self-Directed Learning

Self-directed is defined as learning refers to learning projects that are facilitated

by the individual without the support of a formal educator. Merriam (2017) posits that
self-directed learning is not about passive learning, but self-direct learning “is about the
learner taking control of her or his own learning” (p. 24). Merriam, Caffarella, and
Baumgartner (2007) suggest that there are three main goals of self-directed learning,
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which are the following. First, to enhance the ability of the adult learner to be self
directed in learning. Second, to foster transformative learning as core to self-direction.

Third, to promote emancipatory learning as social action as an integral part of self
directed learning. Within the present study, self-directed learning was learning

experiences that officers engaged in outside the scope of formal learning by the

department to advance their knowledge of community relations and their profession.
A black open academy trainer, reflecting on his previous experience as a patrol

officer, spoke about how he observed senior officers and supervisors, and chose what
behaviors and learning he would model. He highlighted that he “was able to take what

was useful and had enough sense to discard what was not useful.” Within in his

experience, he actively observed officers but also spoke on behaviors that he would like
to emulate as an officer.
A white male police leader with 20 years on the force talked about the importance

of officers being self-directed learners when they do not know an answer in a given
situation. He shared a hypothetical situation between an officer and a community

member.
Um, if you're patient and you're understanding your mind... if you don't know an

answer to something, you need to be able to tell them [a community member]. I
don't know the answer, but I'm willing to find out or I'm willing to reach out to
somebody that can tell you that's huge.
appreciate that too.
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Um, citizens appreciate that. Officers

The police leader emphasized two important details of being a self-directed
learner. First, an officer needs to “understand their mind” (self-awareness) of what
information they may not know. Second, the officer should be able to seek out
information by talking to other officers, supervisors, or other community resources when

it is not available within a given situation. Additionally, if an officer seeks out this
information it conveys to the community member or the other officers that they care.

A white free-lance trainer with 33 years of experience talked about the importance

of officers learning from their mistakes. “You learn as you go, you make mistakes as you
go and you learn from your mistakes and you get trained and you know, you receive
education and you learn from the older officers there.” His emphasis on learning from an
officer’s mistakes speaks to the self-reflection officers need to have to understand how

they can learn not to repeat their errors. The mistakes he is talking about are probably
made within low stakes situations like having a minor conflict with a community member

over a speeding ticket. However, learning from a mistake within a high stake situation
such as using force on a community member comes with high costs. Officers need to be

prepared with the right knowledge, skills, and experiences to accurately assess a situation
and to make the best judgment in that situation. Additionally, they need to be up to date

on the current procedures and laws, which will factor within their decision making. A
black female police leader discussed the importance of officers being life-long learners

because of the constant developments in the field of law enforcement.
So, lifelong learning is so important, first of all, because the constant
developments in law... you have a citizen who is better informed and educated
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about the law than you are and you are there with a badge and gun. That's not
okay.

The police leader emphasizes a concern about the perception that officers are

unmotivated to learn. In other words, some officers do the bare minimum and are
perceived not to be self-directed learners. However, a white male officer with 11 years of
experience emphasized how self-directed learning can be hinder because of negative

officers’ witnesses during their job. These negative experiences could make them jaded
and unmotivated.

...it doesn't matter what neighborhood you get put in, people [officers] become
jaded. And it doesn't matter if they're black, white, Hispanic. It doesn't matter

what you, some people [officers] wind up saying like, hey F these people, and it's
not because they're black or white, it's ‘cause you always come to work you

always deal with tragic things.
According to a recent survey of 13,000 police officers within the United States,
19 percent of the respondents were experiencing severe levels of emotional exhaustion

and 13 percent had extreme values of depersonalization (e.g. detachment from the
communities they serve) (McCarty, Aldirawi, Dewald, & Palacios, 2019). Knowing that

some officers experience burn out by seeing “tragic things” and have the potential to
depersonalize community members, departments can support them either through

counseling services, support groups, and even within the worst-case scenario career

coaching to discuss potentially different careers outside of policing. Having this level of
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support from the police department could minimize the potential to burn out and foster a
culture of self-directed learners.
Rooted in self-directed learning is the internal drive to seek out new information.

A black male closed academy trainer emphasized the importance of officers having the
internal motivation and intentionality to go the “extra mile” of community relations. He
talked about some officers that just “do their police job and that’s it”.

I think community relations is a crafts I think it's more internal, so if someone
that's really into doing things... but there are some police officers who don't, you

know they're going to do their police job and that's it. They're going to do it really

well and do it real good, but are they going to do that extra mile? Are they going

to talk to the person, you know, for 45 more minutes just to listen to them or are

they just going to go ahead and do their jobs?
If an officer has the motivation to be a self-directed learner they “hone their craft”

by following best practices within the profession. A white male open academy trainer
talked about the importance of officers and their departments in being aware of the best
practices within law enforcement and what is going on in society. This awareness can

then help officers be proactive in the way they interact with the community.
We're [the policing profession] not perfect. Okay? But, you know, we recognize

that we always got to be on top of the game. Okay, we got to pay attention what's

going on, put our ear to the pavement? What's going on law enforcement trends,
what's going out in society, right? How can we prevent an incident that may have
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happened in California? How can we prevent something occurring here? Right?
And so we have to be proactive as a police, as a police academy.

The trainer’s emphasis on “paying attention [to] what’s going on” also highlights
the importance of officers being self-directed in seeking information about current events,

which impact their profession. Given that national laws and department practices do
change on a consistent base, an officer needs to continue to evolve their police practice.

A black male officer, with three years on the force, talked about the importance of
learning throughout his policing career and being able to actively apply that new
knowledge to his practice.

We, we learn as we go. So, I have learned a lot, um.. .the escalation stuff and like

how to talk to people, how to approach people. right now, I'm using a lot of
strategies that I didn't know before.

An officer being a self-directed learner is imperative in enhancing their

knowledge and skills within community relations. Self-directed learning was learning
experiences that officers engaged in outside the scope of formal learning by the

department to advance their knowledge of community relations and their profession.
These learning experiences included observing other officers, seeking out information

when it is not known, engaging with the community, and understanding changes in laws

and practices. Ingrained within self-directed learning was the drive or motivation to learn.
Skills & Competencies in Community Relations
From the perspectives of police leadership, patrol officers, trainers, and

community members, many of the skills that officers were expected to have when
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interacting with the community fell into two subthemes: Emotional Intelligence and
Cognitive Skills.
Emotional Intelligence
Emotional intelligence is defined as the “ability to monitor one’s own and other’s

feelings and emotions, to discriminate among them, and to use this information to guide
one’s thinking and actions” (Salovey & Mayer, 1990, p.189). Goleman (1998) added to
the definition by suggesting that there are five characteristics of EQ which include self

awareness, self-regulation, internal-motivation, empathy, and social skills. The skills that

were related to EQ that emerged from the current study’s data included self-awareness,
approachability, communication, listening, conflict management, compassion, empathy,
humor, patience and slowing down, positive attitude and temperament, stress
management, and being humble. The data suggests that utilizing EQ may help an officer

connect and understand the community. These behaviors help build rapport with the
communities they serve. In the words of a white patrol officer, “it lets them [the

community] know that I'm human.” A female police leader specifically mentioned
emotional intelligence as a skill that all officers should have when they are out in the

community. “When you can think critically and when you have emotional intelligence,

and you have the ability to reflect...Um, that combination is... the sweet spot.”
Police officers’ self-awareness can also assist them in understanding their own
biases and potential areas of self-development.

A white male officer with 26 years on

the force discussed how he tries to suspend his judgment when dealing with young black

males.
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You see a young Black male or, or young male in general, the bias of young is the

bias that I find a lot. Um, you, more than any other bias I think I carry, uh, to see

young males kinda hanging on the porch or in an area that I know is a high-drug

area. I, I fight to set the label every single one of them as a dope dealer or a drug

dealer. I just, I can’t and I, and I don’ll when I, when I encounter them, I, I make
sure that I don’t treat them like that, um, because it’s not the right thing to do so.
Suspending judgment is an interesting concept for police officers because based

on their roles they have to judge situations daily. Does an officer give someone a ticket
for speeding? Should an officer use force in a given situation? Having self-awareness
paired with accountability, professional conduct, accountability (e.g. court regulations),
and learned experiences should ideally help them make the best decisions. However, the

participants mentioned two skills that officers should have that are crucial in these
experiences. First, officers need to be empathetic. A white male officer talked about the

importance of empathy and compassion when interacting with the public.
Compassion and empathy. Those are the two biggest things. Um, the empathy

comes from not just you being able to feel for them, but to actually be able to put
yourself in their shoes and to feel what they feel, and to be able to have that
visceral understanding of where they're coming from. Um, you don't necessarily
have to be broke down, trodden an addict, or whatever the situation is, to be able

to feel where they're coming from, if, if you're, you have that capacity as an

individual. Um, but if you can't put yourself in their shoes, then you can't properly

handle the situation.
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What stands out within his statement is that if a police officer cannot understand

where someone is coming from, they probably cannot handle that situation. Officers also
mentioned the importance of trying to be patient and slow down. A white police chief

discussed how one of his officers assisted a child with autism.
Yeah, that was, that was Tim... it was a stressful situation and he demonstrated

patience and.positively interact with the kid and was able to resolve that
situation really relatively peacefully without a whole lot of fanfare

compliance, but he demonstrated a lot of patience.

And gained

in that environment, which I

think is one thing that you really need to do with a lot of, a lot of people today.

They want to have a voice, they want to be heard. And I think we as police
officers need to learn to slow down..Oftentimes officers go to a call and you're
working to resolve the call and move on to the next call.

There was evidence in the data that having a positive attitude, being approachable,
using humor, and being humble were also skills officers were necessary for a police

officer to effectively carry out their jobs. A white freelance trainer mentioned,

“Generally [for] the most part, you know, you just, you'd be nice to people and they're

going to be nice to you. You become a dickhead to a person in the public and you know,
and you didn't have to guess what they're going to push back”. His statement speaks to

the rough and tough image officers try to maintain with the public. Later in the interview,

he talked about how he believes this rough and tough image of the police is rooted in the

fear of being physically attacked by the community.
A white male officer emphasized being humble and being equal to the community.
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I put my pants on the same way as anybody else. I'm not badge heavy. This does
not make me any better or worse than any other member of society. Um, I like

what I do. I think I'm good at what I do. But I'm, I'm no different than the guy
who delivers mail, fights fires, teaches at schools, professors, um, the, those
individuals contribute to the society just as much. We're all equal in this and I,

and I believe that.
His emphasis on police officers being like teachers, professors, mail carriers, and

firefighters highlights the necessity of these roles, but also how these roles are respected
in the community. Police officers, given the history of the profession, are not as trusted

as those professions.

Participants emphasized the importance of officers appearing to be approachable

to the community. According to one white male police leader, officers can appear

approachable by putting their guard down. “He’s [an officer he believed is good at
community relations] willing to let...his guard down and, and have fun and demonstrate

to those that he's interacting with that he's human too.” However, a white female police
leader talked about how this kind of approachability cannot be done with just a smile and
pleasant demeanor, but that it comes by officers proving themselves to the community
and creating meaningful partnerships with them.

But people are comfortable with me because I have a rapport with them. But I

built that rapport over years of talking to the r- the residents. You don't

[accomplish] all that overnight. People know the officer that gets out of the car to
talk to them and they know, they know the officer that helps them. When they
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filed the police report, people remember that. They don't, uh, they don't care how

much you know, until they know how much you care. You know, it, it is so true
in law enforcement.

Communication, listening and conflict management skills were mentioned
throughout the interviews. These skills contribute to the de-escalating a situation. A black

female commander stressed the importance that officers understand conflict resolution
and that if they have a community-oriented mindset they should not need to use their gun

most of the time. “Well, in, in the majority of what we do, if you're doing it right, it's
conflict resolution. I always say, if you're doing it right, you don't need, even need your

pistol most of the times. Um, you know, so it's real important that we have folks who
have a disposition of service.” A white male officer talked about how he applied the
conflict management principles to calm a hostage situation at daycare center.

He didn't like the police. I go, my name is Tom, your name is Tim. I used
FaceTime to develop a face to face rapport with them and get them to
surrender...If I came on the phone with them, "Hey man, this is the police put the

fucking gun down" [and] "You're in trouble. You're under arrest." Would that
have worked with him? No. If he would have killed himself or he would've
walked in the daycare, started shooting people... [so I said] “Hey man,

everything's can be good. Listen, I've been through- made mistakes in life.

Everything's going to be fine, you love your kids, I'm a family, man, you're a
family man and everything's going to be good.” I use that approach of community

relations, approachability, empathy to um, bring a peaceful surrender, their, um,

community relations.
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Officers also go through a lot of stress on the job. As one white male police
officer emphasized officers see “he saw the worst of society, [and] the best of society”
and “[police officers get] weighed down by the totality of the job. You know, maybe not

easily, but they, they just simply get way down on it and it, it causes the biases or

whatnot.” This weighing down highlights the importance that officers can handle their

stress. A white male officer spoke about how not having department support and having a
bad reputation with the public can take its toll.
We can accept the fact that majority of public may not like us, but when we come
into work, we don't expect to be treated like dirt by our administration as well.

And think about it you know, like you're getting it from all sides and if you're

unhappy at home now you come into work and you're unhappy. You can't be
unhappy in both aspects of your life and it just wears on people.
He went on to say that officers need to be exposed to the positives of community
interactions like attending community events to counter the negative perceptions of
officers. Handling stress in the moment was also emphasized because, as mentioned

previously, if officers do not slow down and calm themselves during stressful situations

their biases may come out. As one white freelance trainer emphasized, “We get this
anxiety-ridden, you know, you put under stress, what happens, how we begin to react

with people and how our biases can come out and how people biases when they get a

little twisted up and they get anxiety and how their biases come out towards us.”
Exposing officers to high-stress situations and not having community and

department support can cause officers to burn out and in the very worst-case scenario
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commit suicide. In one of my interviews with a community leader, we discussed how an
officer took her life when investigating a car crash involving the death of a young girl.
Officers being trained in stress management is important; however, police departments

may provide support for these officers. A white male lieutenant talked about the support
services the police department provides to officers. “We have an employee's assistance

unit. We have a, you know, a chaplain. We, we have a police psychologist. You can take
advantage of those resources and go talk. And if that's what you need, that's what you
need. And there's no problem with that. Like, that's okay. It's okay to not be okay. ” Some

of the community member participants also mentioned that officers can also be
encouraged to seek help from other organizations. In an interview with a public safety
organizer, she mentioned a community healing night where officers can go to share their

experiences, to be heard, and get support.

Anything that has to do with you dealing with traumatic experiences, if you're a
professional and you're working through traumatic experiences, it's a part of your

day-to-day work life, then you can go to these Restorative Connection Nights and
kind of just ... share your experiences with other professionals and really just
kind of take a load off. And I think that is something that's very vital as well
because when we talk about police officers and we talk about their day-to-day,

what it looks like. And the things that they see, it could take a toll on just a normal
person.
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Cognitive Skills
Additional skills that emerged were more cognitively oriented, which related to

problem-solving/critical thinking, understanding ethics, impartial, transparency, and

understanding one’s responsibility as a police officer. These skills are specific to the
unique role that officers have in society of protecting and serving the public. One black

male trainer, in an open academy, emphasized the unique responsibility officers have
when interacting with the public and the importance of understanding the power and

influence of their role.

For me, you know, maintaining the balance [of using an officer’s power],

and I think it starts with you [as an officer]... A Police officers wield an
incredible amount of power. You wield the power of the US Constitution;
you wield the power of the municipal laws that you enforce. Also the

state's Ohio revised code. You have a sidearm (firearm) that is capable of
great devastation although it's meant to protect you but it is a very

powerful piece of machinery that you have to be very cognizant of its
ability. And I think if the officer is serious about doing his or her job, they

take all of that into account. You know, all of that power, the influence
that you have...

The trainer is emphasized his awareness of the power and influence that police

officers have rooted within the US Constitution. He also suggests that an officer should
understand the ethics of when to use that power. In his perception for an officer to be
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aware of the balance of power, they must understand the local and federal laws and when
to refrain from using force.
Being impartial and understanding ethics were identified as important attributes of
a police officer. Again, according to some officers, being self-aware to some officers

was linked to trying to be impartial when interacting with the community. A white male
officer talked about the challenge he has when trying to control his biases.
It is tough to go from one crisis or— event to another and totally use that dry erase
marker and, uh, reset—and say these are new people— this Arab male has no

bearing on the last Arab male that you dealt with, or this Black female has no
bearing on, you know, other encounters with other Black females—I understand

the [my] biases and I’m glad Pinewood [my police department] is offering—the

training— You might sit there and say you have no biases. You’re not priggish,
you’re not this or that, but understanding that we do bring them in— I really

worked very hard to focus on, um, that individual being an individual.
Some officers mentioned being transparent explaining to a community member of
their actions. A black female police leader talked about the importance of being
transparent during a routine traffic stop.

You are transparent in what you are doing. Sir, I stopped you today because... oh,
first, “Good afternoon sir. I'm Sergeant Castle with the Pinewood division of

police. The reason I stopped you today is because you didn't come to a complete,
look Stop at that stop sign.” Not, “Hey, you know why I stopped you today?”

Wrong, wrong
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This struggle to be impartial highlights the importance that officers can be critical
thinkers in which they weigh out the evidence and make a judgment. A black female

police leader talked about the importance of continuing to learn by critically reflecting on
her mistakes.
Again, um, because when you think of critical thinking and we, and, and the other

part of that is education. We know as education increases, bias decreases, right?
‘Cause you're exposed to all these other different folks. When you can think

critically and when you have emotional intelligence, and you have the ability to
reflect... Um, that combination is... the sweet spot ... ‘cause there are things I did

in the street and I worked in a community all my life and there were things when I
was still on patrol. I was like, won't do that again.

Her emphasis on the “sweet spot” of self-awareness, emotional intelligence, and
cognitive skills like self-reflection suggest the importance of understanding the strengths
and weaknesses of officers. Knowing the weaknesses of officers allows the police

department to select the training that would best prepare that officer for their interactions

with the community. Additionally, her stress on “exposure to different folks” highlights
the importance of experiential learning where officers are intentionally learning from

their interactions with the community.

Table 1 highlights the exemplars of the emotional intelligence and cognitive
skills that emerged from the data.
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Table 1: Summary of Skills
Emotional Intelligence Sub-Theme
Skill

Exemplar

Self-Awareness

“We, we absolutely with 100% fervor try to get them [police officers in
their department] into the training that they want because what's
working for self-actualization here of course, but for every officer.” Police Leader

Approachability

“Um, like anytime I see a group of kids, uh, especially if they're like
throwing a ball or something like that, I stopped and I get out and I
talked to him... And it lets them know that I'm human and I can be
approachable.” - Patrol Officer

Communication &
Listening

“. the fact that they're doing, uh, trainings about epilepsy, and
trainings about seizures, and stuff like that, but. it's nothing about
communication, and I think that's very needed as well because our
police officers, they communicate with the community every day - it's
a part of their job.” - Public Safety Organizer

Conflict Management

“Well, in, in the majority of what we do, if you're doing it right, it's
conflict resolution. I always say, if you're doing it right, you don't need,
even need your pistol most of the times.” - Police Leader

Compassion & Empathy

“-I-I-I truly look at every individual [community member] as, as an
aunt, as a son, as a brother, as a grandma, or as a, you know, it’s, it’s, I
put them as they’re, they’re not numbers, they’re not objects, they’re
not, you know, we, we tend to... when we write reports we tend to use
nouns that describe this suspect so and so, offender so and so, victim so
and so, reporting person so and so, but, um, beyond that, I-I humanize
the people very well. It’s, it’s part of who I am.” - Patrol Officer

Humor

[When visiting a convenient store]
“Tony and Mark , the two clerks and you have a smile on your face and
you say hello, ask them how they're doing you bust and joke with them,
they bust the joke back with you. That's how you develop a relationship
with the community. ” - Patrol Officer

Patience &
Slowing Down

“It's okay to slow it down a little bit. So okay to be patient, it's okay to
let it kind of run its course if you will, versus rushing the course of it.
And one of the ways you can do that is by allowing the other person
have a voice and make them or allow them to feel like they've been
heard. And when that happens, I think you tend to get more
cooperation.” - Police Chief
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Positive Attitude &
Temperament

[Talking about a patrol officer]

“He really truly enjoys engaging the public and particularly engaging
with youth. And he does a great job and he's very playful at it and he's
very, uh, positive, gets a lot of positive interaction and a lot of it is, is
because he's willing to let them, his guard down and, and have fun and
demonstrate to those that he's interacting with that he's human too.” Police Chief

Stress Management

“We [as police officers] get this anxiety ridden, you know, you put
under stress, what happens, how we begin to react with people and how
our biases can come out and how people biases when they get a little
twisted up and they get anxiety and how their biases come out towards
us.” - Closed Academy Police Trainer

Humble

“I like to say, you know, do they [police officers] have some
humbleness to, them do they come off arrogant, they come off like
trying to look too high in the saddle, kind of a know it all kind of
person, you know? -Freelance Police Trainer

Cognitive Skills Sub-Theme
Problem Solving &
Critical Thinking

“Sometimes you have to apply decision-making, um, common sense
decision making to the street and it's not always written. ” - Police
Leader

Understanding Ethics

“You try to pass along those values and the ethicalness that you've
learned from your time as a police officer having borne witness to what
happens in the street.” - Open Academy Trainer

Impartial

“Um, to be neutral and to understand that, you know, people make
mistakes and it’s, it’s not necessary to make an arrest, uh, what other
avenues can we take to mediate the situation. ” - Closed Academy
Police Trainer

Transparency

“You are transparent in what you are doing. Sir, I stopped you today
because... oh, first, ‘Good afternoon sir. I'm Sergeant Castle with the
Pinewood division of police. The reason I stopped you today is because
you didn't come to a complete, look Stop at that stop sign.’ Not, ‘Hey,
you know why I stopped you today?’ Wrong, wrong - Police Leader
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Responsibility of the
Role & Awareness of
Power

“Police officers wield an incredible amount of power. You wield the
power of the US Constitution; you wield the power of the municipal
laws that you enforce. Also the state's Ohio revised code.
You have a side arm (firearm) that is capable of great devastation
although it's meant to protect you but it is a very powerful piece of
machinery that you have to be very cognizant of its ability. And I think
if the officer is serious about doing his or her job, they take all of that
into account. You know, all of that power, the influence that you
have.” Open Academy Police Trainer

Knowledge and Understanding the Community

One area that was consistent across police leadership, police trainers, police

officers, and community members was that officers need to have knowledge of and
understand the communities they serve. One white female community leader spoke
about the importance of officers understanding, who the community leaders are to

establish rapport and to have open communication in the community.
It just seems like knowing how to interact with, with the community, um,

knowing, knowing who to interact with... So like a Reverend or maybe you know,
a business owner who can kind of speak for the community as a whole, but in

other times they were kind of unofficial like unofficial leaders of the community.
Um, and so I think knowing those people, you know, who to kind of reach out to,

and then those residents or members of the community can relay information back
to other members of the community. I think that's really key.
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Similarly, a black female public safety organizer spoke about the importance of

officers to understand the racial diversity of their community particularly for officers that
do not live in the same community.

So with the racial equity inclusion training, that, that can be an amazing
experience and I think it will be, be very, very vital for our police officers to

understand about and acknowledgment, about where the community that they
serve come from to really indulge yourself in the community that you serve
because most of the time, the police officers don't live in the same community that
they serve. So they're looking at it with a different perspective.

A black female police leader spoke about how her department tries to recruit

officers that understand the issues facing the communities they serve.
It's important for anyone who wants to have a career in policing in Pinewood to

understand how those things affect the folks that we engage with. Oftentimes

when you look at the literacy rate of those who are in prison, you know, those
who have substance abuse issues or mental health issues, then just know that these
are the circumstances that our citizenry find themselves surrounded with. And so,
you know, we've made a big push in our recruitment to say, if these things don't

matter to you, then you probably won't make a good officer in Pinewood. Those

things have to matter to you because a lot of the folks that you come in contact

with will deal with one or more of these issues....
A male police leader, who did not identify his race, emphasized the importance of

training officers to understand the community groups that may encounter.
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So, um, you know, while I do think that, uh, training is always necessary because
you want to make sure that... because not every, not every person has had an

encounter with, uh, all the different type of, uh, community groups that we have

here.

One white male patrol officer with 11 years of experience spoke about an
experience that understanding the community goes beyond knowing the crimes and the

problems faced by residents. It is understanding, who lives in the community and the
officer being a part of it.

For a long time we...I would be able to drive down any, we'll say a street in my
district, Dover Avenue for example and be able to point out the houses on the

street that I knew, “Oh, there was a domestic violence here. Oh, this guy, we
arrested him for whatever, you know this, well this guy, well he sells drugs.”

But what I couldn't do and where I think we screwed up is I couldn't drive down
Dover Avenue and tell you, “That's Mrs. Jones she lived there for 40 years, raised

two kids. One of them attended Pinewood University one of them plays football
for Applewood. Oh that, that's the Smith house over there. He's retired from

Ford.” You see what I'm saying?
Similarly, a black male close academy police trainer spoke about the importance of

understanding the community and not to rush to judgment about the community members
that live there because of a high crime rate.
A lot of officers, you know, everyone comes from a different background whether
you're police, whether you're you know police dealing with society or society
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dealing with police, everyone has a different background, a different makeup, a

different history. So it's also understanding certain neighborhoods, you know that,
you know neighborhood may be slightly higher in crime but that doesn't mean
everyone in the neighborhood is...are criminals.

Ability to Adapt

One major theme across police officers, trainers, and police leadership is the
ability for officers to adapt within a given situation. Officers have a good degree of

discretion and need to balance their power and authority before making decisions. As

one white male open academy trainer said “90% of [police officers] jobs, common sense
of discretion, yes you have to have the book smarts or you know, know how to where to
find stuff and, you know, when you're ready to whatever you got to do when you do your

reports, what crime was committed, but common sense of discretion.” It is within this
ability to adapt and read a situation when an officer decides if they should be community-

oriented within a given context. Later in the interview, he compared this ability to switch
between the two mindsets (the community-oriented guardian and the combative warrior)

to a light switch, “Okay. It could be sheer terror. And you know, we talked about
guardians and warriors. At a light switch, we're guarding all the time. At a light switch,
you got your warrior it and we have to turn it on and off, on and off.”

A white male officer with over one year of experience said, “Um, officers are
given this beautiful thing called discretion. Uh, and that's another thing that I'm, I'm

learning every day, is how to properly use that... So, it's finding that fine line between
doing my job and showing that compassion and finding the right way.” Finding the
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“right way” to adapt to a given situation is often based on what officer may perceive. A
white male freelance police trainer spoke about the ability to read situation, “You know,

the officers from, um, for the most part, you're going to kind of take your cues and you're

going to feed off the information and whatever the person that's doing to you.” A black
female public safety organizer talked about the community’s frustration with officers not
using their discretion to better community relations, “Sometimes police officers, they get
lost, or they get stuck, or they don’t take that extra mile to contact the victim or the

person who called the police to begin with, and then they just drive off and leave.” In her
statement, it seems as if an officer being unable to read a situation of when to show

empathy could cause a further divide within community relations.
A white male officer with 15 years of experience talked about how the ability to
adapt also factors in high stake situations.

There are times where we'll have to go hands-on with people or at times you'll
have to tase people. There are times where you have to, I've never had to do it, but

there may be a time where you have to discharge your weapon, but there are also
times where a lot of things can be avoided, um, and put a stress on that stress, that

stress, verbal de-escalation, stress, communicating with people, stress, building a
relationship with the community.

The ability to adapt goes beyond basic conflict management. In its positive form,

it is like a well-trained social worker selecting the best intervention for a client out of
hundreds they have in their treatment tool bag. For the officer, it is reading the given
situation and selecting the appropriate procedure, tactic, or skill to address the situation.
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However, in its negative form, it is misreading a given situation and reacting

inappropriately (e.g. use of force when not needed). A white male freelance police trainer
emphasized it is the officer’s experience in the academy, in the department, and their

general interactions with the community make a difference in their decision making.

We've done such a good job preparing our office for all the bad shit, right? Giving

all this tactical training, right. There's a boogeyman around every corner, right?
There's not. Now we've got to balance that out because you always have to have

that safety envelope. I think a lot of officers are so concerned and consumed with
somebody's going to hurt them or someone's going to stab them or shoot them.

That plays into how they interact with the community. They may talk a little

rougher. They may come off a little bit more gruffer because in their mind, their
saying to themselves I have to personally protect myself. It manifests itself its
coming out- you sound like a dickhead.

Unteachable Characteristics
An additional theme that emerged was the perception that to excel at community

relations police officers need to have a unique set of traits or characteristics that are
unteachable. However, they also suggested that some of these characteristics could be

enhanced through learning experiences like continuing education or hands-on training. In
other words, officers can be trained to “hone their craft.” A black male closed academy
trainer summarized this find by emphasizing the following related to training officers in

community relations.
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I think community relations is a craft. I don't think it's something that can

necessarily be taught. I do think people can follow a model if it's there. But again,

I think it's more internal, so if someone that's really into doing things...So I think a
lot of it is just... it's really just in their makeup, and they can't be...you can't make
every officer a community relations or community policing officer. You can't
teach them that, but you can give them tools that they can use that they can feel

good about if they don't have it in them as a natural.

A white male police leader emphasized the importance of finding individuals that are
good communicators, but ones that have the unique characteristic of knowing how to

hold a conversation with the public.

I think you can be a good communicator in this job, but the ones that are really
skilled at it learn to hone what they already have and that is the ability to
communicate effectively. I think an officer, let's say for instance, you have an
officer that, um, it, you know, he certainly can get by in a conversation. They can

work on being better and they do. But I think the difference maker is as if you
already have those tools, you know, that the willingness to engage people in place

beforehand.
The characteristics that were emphasized by the police officers, trainers, and

police leadership included having a motivation to learn and being personable.
Surprisingly, no community members mentioned anything related to individual traits but

were more focused on skills and training of officers. However, they and some the police
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participants stressed the importance of officers being from a similar culture as the
communities they serve.

Motivation to Learn

The motivation to learn was a characteristic that was emphasized by community

members, police leaders, officers, and trainers. This motivation to learn is related to the
officer’s investment in their profession. A male police leader, who did not disclose his

race, reflecting on what makes a good officer, spoke of how officers need to take pride in
the profession by improving their policing craft.
Like anything else in any other profession, when you believe in something

wholeheartedly, you take pride in it. You, you work to hone it, you know, you

work to get better and you do all those other things. So, so just like any other

profession, you know, those that are good at something more so than others, they
just work at it, t-t- there’s no, there's no real magic to it.
Even though the police leader emphasized that “there is no real magic” to
professional development, he mentions “those that are good at something more than

others”. This quote highlights the perception that officers have certain qualities in which

they are motivated to further develop. A black female public safety organizer emphasized
that police officers, like government officials, need to be invested in continuing education
training specifically around racial awareness and understand individuals from different

neighborhoods.

Me and Christian went to a training this past fall, um, and we got to interface with
different people from different parts of the government. And just seeing how they
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[the police department] weren't truly invested in the training and that they really
didn't have any racial awareness of different people or the city, that's something
that really should be taught before you even get a job I think. Um, its just like

integration. A lot of people are shouting and they don't know the world outside of

just their own little bubble.
A black male police trainer from an open academy spoke on his hope that officers
are receptive and motivated to learn from the curriculum and his expertise while in the

academy.
You have their attention, they're going to be receptive to what you're saying, for

the most part, and so, um, that is your time that you have you have a lock on that

student to pour everything, you know, or, or, or everything you know, you try to
pour it in to them and you hope, again that they will be receptive. And you hope

they'll take it with them out into the street.
An officer’s motivation to learn may also be influenced by the department. As

one white male patrol officer emphasized that his department allows him to choose the
training that he is interested in.

And if your department allows you just to sort of randomly pick the things that
you're interested in, you can do that. Sometimes he will pick a handful of guys or
you know, [a] handful or whatever to do with specialized training... there's a ton

of opportunity for on-the-job training.
This choice in training highlights the importance of understanding that the
motivation to learn is internal, not external within adults (Knowles & Associates, 1984).
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If an officer has as a choice in their continuing education, it may increase the chances of
an officer retaining and engaging with new information. This choice of training would be
somewhat similar to the practice of social work. Social workers are required to have so

many continuing education units (credit for taking a continuing education training) to
maintain their license and in some departments, but they can choose what courses they

would like to take to enhance their practice.
There can sometimes be procedural and funding problems in police departments
regarding budgeting for training, officer time off, or if the training is perceived to be
valuable to the officer. For example, one white patrol officer talked about the “red” tape

he has to go through to attend training.
Um, Pinewood’s [my police department] a little backwards when it comes to how

it does things... There are courses that are offered by private institutions or
whatever, or outside the entities to where we can pay for, we are allowed to pay

for, and in some cases, we’ll get approval to attend. The problem is that the

process of the chain of command.

the red tape, you.

have to get approved by

this guy, and this guy, and this girl, and this, you know.

However, police supervisors that understand the strengths and weaknesses of their

officers can require or recommend certain training. A white female leader with over 24
years of experience talked about the importance of trying to get officers to reach self

actualization.

Well, any, any officer that wants to do, um, some, um, training. We, we

absolutely with 100% fervor try to get them into the training that they want
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because what's working for self-actualization here of course, but for every officer.

But um, most of the time in me, um, the training, um, since I'm a Lieutenant... So
I'm the one that's picking them to, to work in a specific, uh, to go to specific

training. So I tell them what training they go to, based upon their needs. So if
they're not good at something, I'm going to say, yeah, this officer's got to go to
this training because he sucks, you know.

There's a lot.

officers have strengths

in different areas and that's what makes the police department go around.
She elaborated on her use of self-actualization by saying that it is knowing what

motivates her officers, such as understanding the reasons they joined the police

department, knowing their strengths, and identifying their areas of professional
development. What motivated her through her police career was taking up challenges.

She emphasized her love for a challenge when she said, “I enjoy a challenge. Give me a
challenge and throw it at me cause, I’ll figure it out.That’s self-actualization for me.”
According to Maslow (1970) self-actualization is recognizing a person’s own potential
and their drive for self-improvement. It is “growth-motivated rather than deficiency-

motivated” (Maslow, 1981 p. 162). This growth-motivation is similar to the growth

mindset, in which individuals believe they can improve themselves through dedication
and hard work, which was emphasized in the personality theme. This process of

understanding the development areas of officers and their internal-motivation may create
an organizational culture of learning.

The police leader shared how the motivation to learn can be influenced by the

culture of the department, on the other hand, some officers may already be motivated
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towards self-development. A black open academy trainer talked about his drive to learn

about the policing profession from a young age.

And as a small child... There were a number of TV heroes that influenced me to
want to be a police officer, you know, and I was influenced so much so that I

picked up, I went to the library to learn all I could about policing. And I would
walk um, from 139th Street to the Grovewood area around 152nd Street ah, on a

regular basis to check in and check out this book. Every time it would expire I
would check it back out. And the book told you everything you want to know
about policing. I mean, everything, the raw data, the stone cold truth, the

harshness, the pleasantries. And having read that book from cover to cover,

maybe I don't know, several times, I would guess maybe even more.
The participant interviews suggest being competent in community relations

officers to be should be motivated to learn to improve their practice. This motivation to
learn may be influenced by the department by understanding the needs of officers and
recommend training. The motivation to learn can also be an internal process, in which

officers may seek out learning opportunities.
Being Personable
Being friendly, outgoing, and enjoying being with people was a characteristic that

police leadership, police officers, and trainers thought officers should have when
interacting with the community. One white male police chief spoke about the importance

of training officers on communication, but that the best officers enjoy interacting with the
public.
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We certainly can encourage people to be better communicators, things of that

nature. But in my opinion, the best officers, the officers that are the best
communicators have the kind of in a quality coming into the department, they

enjoy being with people.
Similarly, a black male deputy chief said officers that understand the importance

of being personable stand-out at the department when he mentioned that“They [police
officers] kinda jump off the page you know, those folks, those officers that are very
personable and they kinda jump off the page to you as who they are going to be ..”

One black female officer spoke about her love for interacting with the community

and that to be a successful a police officer, they must be able to interact with people from
diverse backgrounds dissimilar to themselves.

I believe, like especially what I do. I just love people. I like talking to people, I
like helping people and I think that’s very important. If you’re not a people person
you cannot be a, a successful police officer because, um, you meet all different

kind of people, all different types and you just have to be compassionate. You
know. ..you can’t look down on people, you have to really like people, and really

truly want to help them.
Similar Culture

The participants mentioned the importance of officers having a similar culture of
the communities they serve. Having a similar culture helps an officer understand the

language and understand the folkways of a particular community. One black male patrol
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officer discussed how being from a similar culture of some residents allows him to utilize

similar language.
When I respond to a call that don't speak any English and, uh, you know, I

understand their language, we understand each other. So that makes them feel that
they, they are, you know, they, they feel confident. They feel like they would be

open to you when they hear you speak their language.

A white male police leader spoke about the importance of understanding the

background of his officers because they can bring their life experience of growing up in a
similar culture to the community to the department.
People [police officers] that grew up in the inner city and grew up in different

neighborhoods, even different ethnic neighborhoods, you know, the Irish
neighborhood would be, um, we have a small pocket of, uh, an Asian
neighborhood and we have Asian officers. They can feel if there's something that
goes on there, we tend to call them because they understand the culture.

One black female public safety organizer mentioned the importance of officers
living within the community they serve because it allowed them to better understand the

community they serve.
If you live in the community and this is your day-to-day, your mindset is gonna be
a lot different. So it's hard for a police officer to just come into the neighborhood,
and protect and serve something that they don't understand.
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However, living within the community in which they serve was a somewhat
debated subject within the interviews. Some participants, like the public safety
organizers, thought it was important for officers to live within the communities they

served, while some police officers thought it was not necessary and could potentially
harm community relations.

One white male police leader talked about the advantage of living in the
community, but also there are problems officers may face when living in the community

they serve.

I think it can be beneficial, but I don’t think it’s something that should be forced
on them. There's a certain kind of privacy involved there where they don’t want to
be necessarily be bothering them afterhours or, if it was a worse situation where
they actually had to arrest someone that lived on their street, you don’t want to
have any kind of retaliation because they know a policeman lives there.

A black male police trainer in a closed academy echoed the concern about living
the community as a potential safety issue.
Um, if I'm living in a neighborhood that may have a slightly higher level of crime
then, you know, I don't want to have to be concerned about maybe if I arrested

someone, possible retaliation, um, or things like that. So I think, yeah I think... I
don't think living in the- in the neighborhood influences or makes a police officer

more effective in that neighborhood.
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However, one white male police leader talked about his experience of living in the

community and how growing up in the community added to his knowledge during his
day to day work.
You know, it's no surprise to me. Um, but you know what, it did factor in

because... I'm an educated, you know, guy. Um, and when people on the streets

see an educated white man, they think, well, I must be from the suburbs, right.
But that's not the case. I grew up on the same streets as they did, you know, I
grew up in the inner city.I live in the city currently and uh, you know, I do think

it helps you when you're on the street.

A Part of the Community

An additional theme that developed throughout the interviews were police officers
being a part of the communities they serve. The theme of part of the community is the

perception that the police department and their officers are connected in a positive
reciprocal relationship to the communities they serve. Being a-apart of the community
goes beyond living in the community, it encompasses the perception that “we are all in
this together.” As one community leader mentioned, “I think that's important for doing

this like community-based policing that I think a lot of residents want.It seems like they

kind of want the old beat system where it's like.

Um, it's just figuring out, figuring out

how to get that is sort of the next step.” As previously, discussed in the intentionality
theme, walking the beat allows officers and citizens to connect. This walking the beat
also increases transparency. A black female patrol officer with over 31 years of

experience emphasized the importance that officers take care of their community and a
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part of “a village”. “You know, it-it’s just, it takes a community, it takes a village. It still

takes a village. They took a village years ago and it still takes a village to take care of the
community, you know. You have to stick together.”

A white male police leader talked about the symbiotic relationship of officers
being a part of the community they serve. “I mean us engaging and having a symbiotic

relationship with the server and the served. Where we work together to solve the

problems and keep our cities safe so it’s a good place to live and thrive.” This type of
relationship officers have in the community can also the department by engaging

community members in the assistance of crime prevention.

As one white female

lieutenant emphasized the use of Facebook to engage community residents.
You know, I mean it's super important to have outreach to the community cause

people say stuff. They don't always realize what they're seeing, but people want to
share that information. You know, they don't necessarily want to come up here to
the police department and do it. They like to do it over social media and people
are so much easier to get ahold of through a social media aspect.

Similarly, a white male freelance trainer talked about the importance of getting

officers to understand the reciprocal relationship they have with the community. They are
working and are a part of the community. “ I think intellectually understand it but trying

to actually get that to work and practice a little bit difficult as they understand that they
are working with the community as a police department as opposed to doing something to
them. They're working with them and getting the officers to understand that. That makes
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sense.” A white male officer shared an example of how home security surveys help

connect him and be a part of the community.

..we do what's called our home security surveys. Basically, I go to people's

house, um, talk to them about making their home safer... And I can't tell you how
many times I've go into these. I do these surveys and people call me and thank me

and you know, whether it's, you know, I saved them from.getting broken into or

I saved them from, you know,.spending thousands and thousands of dollars [for]
a home security system compared to this getting new locks on your windows or
you know, something to that effect. So, um, it happens daily.

I'll go to do a

survey and the next thing you know, they are sending me an email or .

a phone

call, thanking me how great their experience was, which is it's a good feeling. It's

a good feeling knowing that I'm helping people out.

His example emphasized the importance of utilizing the knowledge officers have
about crime prevention to create sustainable relationships with the community. This shift
from “doing something” versus being a part of the community was evident in this

transformative experience that a white patrol officer with 11 years on the force shared.
He highlighted the importance of knowing who lives in the community, showing

compassion and empathy, and understanding the struggles those residents might be going

through then building sustained partnerships with the community.
Our resources [as a police department] were misplaced that we only identified the
negative people on the street where we should've been putting up more of an
effort into maintaining the stakeholders that we had there. And the light bulb went
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on in my head about five or six years ago... The only time we have enough
interaction with anybody in the city is when they're in some sort of crisis or it's

probably the worst day of their life or a traffic stop. But we have a major problem
trying to get to those good people.

So I went to.the major congregations and I

said, “Hey a good way to get in the door here would be to the churches.” And
that's where I started meeting people and that's how you build relationships. So I
did something for Mrs. Smith. Well now her cousin calls me because she knows

her cousin has a problem. And she says “Hey call Joseph he'll handle it. This is

what he's done for me.” And then if I can't handle it, I give it to another police
officer who can, someone who I know is like-minded. And that's what we've

started doing and it's starting to pick up steam and really getting going.
The interviews also highlighted that being a part of the community also allows

officers to educate community members. This reciprocal relationship between the
community and the police officer was highlighted by a black male officer with about

three years of experience. He indicated that when responding to a call he tries to help, but
also uses the moment to educate the community member in which he called “life

education” if something was done wrong. Similarly, a Black male officer with 11 years of
experience spoke about how he tries to make community members “learn from their

mistakes without actually having to.make them feel the consequences in full...” He

went on to talk about how he uses his discretion when stopping someone for speeding or
running a red light by giving the person a citation and not a ticket. A white male officer

talked about how he uses his compassion to understand that sometimes there might be a
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lack of knowledge or understanding by a community member and that he uses his

discretion to try to change their behavior.
You have to be able to realize when something's happening because somebody is

evil and they're doing this on purpose and there, there's only certain ways to

handle that versus where maybe it's a lack of knowledge of the law or maybe a
misunderstanding or maybe they were brought up a different way and they need

to be counseled to, to try to change behavior in the future.
The perception of evil is discussed in the “Perception of Evil theme. A black male

police trainer in a closed academy talked about the importance of an officer being
educated on their policing practice, but also sharing that knowledge with the community.
But it also entails on preventing, it also entails on you know, giving kids or

giving, um, people who may not-not always walk on the right side of the law, give

them opportunity .. give them tricks and things that they can put in their bags so
they're not committing crimes or they're not, um, more likely to get in trouble

down the road... understanding, you know, both sides of policing, or
understanding the sides of policing that you're not familiar with,... makes your job
a lot easier, and just passing [that] knowledge to the community.

Some of the “tricks and things they can put in their bags” included understanding what is

expected of the police officer when making arrests.
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Treated Fairly and Equally
Treating the community fairly and equally was another theme that participants

expressed within the interviews. As one black female police leader emphasized, “.don't

come into a situation with a preconceived notion of what you're dealing with. You, you

let the situation be what it is and you allow that person with their voice to explain to you
what it is for them and then you are fair, you are fair.” The leader’s emphasis of

suspending judgment speaks to an officer understanding their biases when entering a

situation, Similarly, a black female patrol officer with 23 years of experience emphasized
the importance of the “golden rule”; treating people the way you would like to be treated

and not letting your biases flaw your perceptions.
Well, with me it’s, um, my, uh, it’s hard to say, it’s hard to say because when I’m

on duty I’ve tried to treat people the same like I want to be treated. So I, I, I was
very seldom to even think about using my biases. But, um, I just... Well, we’ve

been doing a lot of training on it anyway. So, I always just look at people as a

person and go from there.

A black male police leader with about 30 years of experience mentioned the
importance of seeing everyone as an equal. “That's a skill that starts where you're not

looking down on somebody or you're seeing them as equal to you and, and you're treating
them appropriately.”
However, a public safety organizer mentioned that officers at times are selective

on who they assist. “I think where the line's is kind of blurred is that it's protect and serve
who. You know what I mean? So the perception, the perception just kind of weighs
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depending on where you fall geographically, you know, where you live.” Earlier within

the interviews she talked about how residents within the community experience problems

with calling the police. “. Uh, when they call police, police either say that they don’t
come because they have their own police [in the area they live] or their area police won’t
come because they say, you have Pinewood Police.” This problems speaks to the

intentionality of the police department and police officers. This quote indicates that if

problems occur with different police departments, those departments should figure out
ways to collaborate to best serve their greater community.

Treating community members with respect can even deescalate worst-case

situations like when an arrest needs to be made. A black female patrol officer with 31
years of experience talked about how being nice to a community member during an arrest

goes a long way.
I, I learned that, um, I think one of the big things for me is people tend to treat you

how treat them. You know, I, I mean, you got, uh, I make arrest and, you know,
um, recently I made an arrest and it’s just an example and another car came to

assist and the person I was arresting was like, “I didn’t want to talk to you, I’ll
talk to her cuz she’s nice,” even though I was arresting him.

In the same way, a white male patrol officer with 11 years of experience talked
about how he treats community members with respect and how he encourages that as a
field training officer.
‘Cause you treat people with respect. If you're an officer who has to be afraid of

the guys you've arrested, well there's something to that. You know what I mean?
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Because if you're just doing your job and how you’re supposed to do it and treat

people with respect, you're write a fair and honest report you put the facts in there,
you got nothing to worry about. And that's what I always tell these younger

officers that I train.
Perception of Evil

Another theme that emerged from the interviews was the perception of evil. A
white male officer with 26 years of experience emphasized seeing evil at play

“everywhere” he turns. “Um, and I understand that there is evil at play everywhere I turn.
You see it whether it’s a domestic, whether it’s a, you know, a shooting victim. I-It-It’s
out there to these guys that are selling this drug that kill people. They know it kills

people, yet they continue to do it for the almighty dollar.” When asked what the purpose

of policing was a black male officer with more than 11 years of experience responded,
“So for me the purpose of policing.. .is to protect the people who can’t protect

themselves... And protect them from the people who may, who may not be good from,
from the.so called evil people.

and maintaining that order and serving the people.”

When reflecting on his experience in the military a white male officer emphasized, “[I

saw] what these people would do to each other and, and.

[It] really showed the, uh, evil

of humanity.”

The perspective that there is good and evil may help an officer with the violence
of the job, it could do more harm than good when it comes to community relations. By
calling an individual “evil” it dehumanizes them much like the community dehumanized

officers by calling them “all racists’ pigs”. As one black female public safety organizer
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emphasized, “There are people in the community who, yes, were involved in violence
before, but they actually are trying to step away from that. And some of the police

officers don't know that that this type of, uh, transitioning process is happening. They
don't go to [the] police and seek help from them.” Officers thinking that community

members that committed crimes in the past are “evil” can pigeonhole themselves into
dichotomous thinking. This kind of thinking can lead officers to think that people and
even communities of people cannot change for the better.

These perceptions of good and evil play out particularly in communities that have

higher amounts of crime. As a closed academy trainer emphasized during his time as a
patrol officer in the early 1990’s when gang activity was high, “So we had to do a lot of

aggressive policing. And I hate to use that term, but the thing is, is that we had to
aggressively try to address the criminal aspect, the criminal existence that was there in
North Pinewood. You know, it wasn't uncommon for someone to shoot someone over

drugs money.” However, communities today, still feel like they are still being
“aggressively policed.” As a white male community leader remarked, “they [police

officers] shouldn't, uh, uh, operate, uh, in a militaristic fashion, um, where they assume
the police, the people that they are sworn to protect and serve are the enemy.”
Summary

This grounded theory study investigated how officers develop their knowledge,
skills, and experiences to become guardians in the communities they serve in the context

of strained relationships between Communities of Color and police. This research
considered: 1) what is the process of developing patrol officers that are competent in
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community relations within an urban context; 2) what knowledge and skills are expected

of patrol officers to be competent in community relations within an urban context share;
3) what formal education and informal experiences contribute to a patrol officer’s
knowledge and skills in community relations within an urban context. Twenty-four

police leaders, police officers, and trainers representing five police departments and
training facilities located in diverse urban populations in Northeast Ohio participated in

semi- structured interviews. Four community leaders and public safety organizers also
participated in interviews.

Fifteen main themes emerged from the analysis of the interview data. The themes
identified included six areas that influenced officers learning and the ability for officers
to engage with the community, which included Accountability to the Community,
Department Culture of Community Engagement & Departmental Support, Recruiting
Practices and Recruiting Practice Barriers, Personality and Personality Barriers,

Perception of the Profession and Profession Barriers, and Intentionality & Intentionality

Barriers. Four themes were related to the ways officers learn their skills and abilities in
community relations, which included Formal Learning, Experiential Learning,
Informational Learning, and Self-Directed Learning. One theme was related to the

perceived skills, knowledge, and competencies officers have to engage with the
communities they serve. An additional theme regarding Unteachable Characteristics also

emerged, which suggests that police officers believe that to excel at community relations,

officers need to have a set of unique unteachable characteristics. Additionally themes
included the perception that officers should have a reciprocal relationship with the

community (A Part of the Community), the perception that officers should treat the
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community with mutual respect (Treated Fairly and Equally), and the perception that
there is evil within the community (Perception of Evil).
The following chapter will outline a theoretical model derived from the themes of
the interviews with the participants. In addition the next chapter provides greater

discussion about model and the studies’ findings and their implications.
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CHAPTER V

DISCUSSION

Introduction

This constructivist grounded theory study investigated how officers develop their
knowledge, skills, and experiences to become guardians in the communities they serve in

the context of strained relationships between Communities of Color and police. This

research considered: 1) what is the process of developing patrol officers that are
competent in community relations within an urban context; 2) what knowledge and skills
are expected of patrol officers to be competent in community relations within an urban
context share; 3) what formal education and informal experiences contribute to a patrol

officer’s knowledge and skills in community relations within an urban context. This

study did not address how to develop officers through tactical training (e.g. when to use a

firearm). Twenty-four police leaders, police officers, and trainers representing five police

departments and training facilities located in diverse urban populations in Northeast Ohio
participated in semi-structured interviews. Four community leaders and public safety
organizers also participated in interviews.
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This chapter will focus on outlining the theoretical model derived from the

interview data and discussing the results of the present study. Recommendations will be

made based on the results and the theoretical model developed from the data of this study
that will be pertinent to police officer development in community relations. This chapter

will also focus on the limitations of this current study and considerations for future

research.
Process of Developing Patrol Officers in Community Relations
The findings of this research study suggest that the process of developing officers

to be competent in community relations (professional development) include

accountability to the community, fostering a department of community engagement,
recruiting officers that have “the right” personality and who understand and embrace a

community-centered perception of policing. These areas then influence the types of
education experience, training, and skills police officers develop also known as
professional development.

Accountability to the Community for Developing Officers
Participants indicated the need for police officers and their departments to be
accountable to the communities they serve. They discussed the importance of community

oversight and authority, community social media use and new media coverage,

community perceptions of trust and mistrust, and court and legal systems. These findings
are similar to Harris (2005) who posits that police departments need to be externally

accountable to the communities they serve. He suggests that accountability is through

complaint review systems, citizen police review boards, auditors, feedback from the
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community (e.g. surveys), police departments providing information to the community,
and oversight by the Department of Justice. However, many of the participants within

this current research mentioned that there are problem areas in accountability. First, even

though problem officers may be fired from one police department, they can be rehired in

another police department. This was evident when the former Cleveland police officer
who shot Tamir Rice was rehired part-time at The Bellaire Police Department and who
was originally hired by the Cleveland Police after being let go by another department
(Haag, 2018). Second, even though there could be community oversight in place like

community review boards, these boards sometimes lack the authority in disciplining

problem officers. Third, some participants mentioned issues with the transparency of the
police department during disciplinary hearings. Some disciplinary hearings do not allow
the community to attend.

Culture & Support for Community Engagement
The degree a police department acknowledges accountability to the communities

they serve may influence how the department supports community relations and
department culture of community engagement. Participants discussed how department
culture included areas like the attention to the overall reputation of the department,

leadership interaction with the community, supervisory emphasis on community

engagement, and officer recognition of officers who demonstrate skills and knowledge in
this area. Department support included areas like a budget for training and recognizing

officers. The amount of money allocated for training and career advancement and the

policies that govern who receives training differed across police departments. Some
police leaders stressed the importance of having a good amount of money allocated for
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training while others mentioned there is “red tape” and they had to advocate for their

officers to be trained. There also seemed to be a relationship between police supervisors
understanding the development needs of their officers and the amount the department
emphasized individualized training.

One police leader discussed how she tries to know the strengths, weaknesses, and
the internal motivation of her officers to help them reach self-actualization. As mentioned
in Chapter 4, self-actualization is understanding one’s potential and drive for self

improvement (Maslow, 1991). In terms of police officer development in community
relations, it is cultivating a department culture of learning who understands the

development needs and the intentional motivation of their officers.
Having a department culture that embraces community relations may better

prepare officers in their interactions with the community and help foster a guardian

mindset. However, many of the participants highlighted the cultural conflict in the overall
policing profession. This conflict stems from the “rough and tough” action-oriented

warrior-like culture some officers may embrace versus a more empathetic community

centered guardian ethos other practice. Some participants mentioned that this warrior
ethos is rooted in the past where more aggressive forms of policing were valued. Some

officers even mentioned that they favored more of the action-oriented style of policing.
This was apparent when an officer said, “I wanted to be somewhere [a different city], you

know, where there’s more action, more to do.” There were also generational conflicts
discussed throughout the interviews. Some officers and trainers with more experience
mentioned those younger officers, who do not understand the profession or do not have
“life experience” are the ones causing problems in the policing profession (e.g. using
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force when not needed). However, some officers and community members mentioned
that there are problems with more experienced officers (those who might train younger

officers) who may have been trained in more aggressive forms of policing in the past.
There was also a conflict between officers who have military training and the
concerns about their ability to use their discretion in unclear situations. These conflicts

may show that there is not a uniformed or common department culture that dictates what
behaviors are valued. Some participants mentioned the importance of police leadership

communicating the value of community engagement and supporting it through training
and programs. They also spoke about using professional police organizations like The

American Society of Evidence-Based Policing and the Police Executive Research Forum

to establish best practices to cement the culture of policing to be more communityoriented and make it accountable to the community.

Recruiting & Developing the “Right” Officers
Having a more aggressive warrior-like reputation or a department that is

community-centered may attract recruits with a similar mindset. The recruitment theme
emphasized the importance of recruiting officers that are in line with the department

culture that supports community engagement. On the other hand, some participants

brought up the concern that some police departments embrace a warrior ethos, they may
attract officers, “who like to have control and lord over others.” In other words, a police

department that cultivates a warrior culture may attract individuals who have a high

social dominance orientation. Social Dominance Orientation (SDO) is the “extent to

which one desires that one's in-group (e.g. police officers) dominate and be superior to
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outgroups” (e.g. civilians) (Pratto, Sidanius, Stallworth, & Malle, 1994 p.742).

Additionally, some participants indicated that People of Color may not be interested in

the profession of policing due to the prior history of mistrust. This finding is aligned with
the research in which the profession is underrepresented by ethnic minorities (U.S. Equal

Employment Opportunity Commission, 2016; Norman, 2017; Reaves, 2015).

Even though the new officers enter the organization within the recruitment phase,

accountability and the department culture may influence what kind of officers the
organization will attract, retain, and foster as professional officers that understand the

importance of community relations. Many of the officers and police leaders believe that
one needs to have the “right” personality to be a police officer. The “right personality,”
according to the participants, included police officers having community-centered
orientation, unique personal strengths, and unteachable characteristics. These unteachable

characteristics included officers being social and personable, motivated to learn, and
being from a similar culture as the communities they serve.

Some officers went as far as to say that community relations is a craft. Even
though many of the police participants believed that some of these experiences are
unteachable, the research in the growth mindset offers a counter perspective. The growth
mindset is the belief that skills can be developed through dedication and hard work

(Dweck, 2016). Through adopting a growth mindset, officers may be more intentional in

their self-development (e.g. engaging with the community, improving their weaknesses,
etc.) to better themselves at community engagement. This growth mindset could be

adopted within the culture of the police department. In other words, if community
engagement is valued officers can be encouraged through department leadership, training,
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mentoring, and peer support to develop these skills. A police officer being from a similar

culture is an unteachable characteristic. However, officers who are from different

backgrounds than the communities they serve can enhance their cultural competency and
knowledge of the community. Participants mentioned several ways in which officers can

gain this cultural competency experience either through formal education programs (e.g.
hidden bias training), experiential learning activities (e.g. attending community forums),

self-direct learning (e.g. talking to community members), and informal learning (e.g.
conversations with other police officers).

Perception of the Profession of Policing

An officer’s perception of the profession may guide the way officers approach

community relations, their self-development, and their roles as police officers. Some of
the participants discussed how police officers, given their authority, power, and role

within the community must hold themselves to a higher standard. This higher standard

involved guardian-like characteristics such as de-escalating a situation when a
community member distrusts the police and protecting the reputation of the field by not
protecting bad cops. This perception of the profession runs in contrast to the warrior
perception that officers need to maintain authority while interacting with community

members and a strong loyalty to other officers even if they misbehave (Crank, 2014;

Paoline, 2003). Having a culture of policing that values a guardian ethos may assist in

cultivating a professional demeanor and nature that holds officers to a guardian code of

conduct. This professional persona can in turn attract recruits that may have a similar
guardian mindset.
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Model of Process of Developing Patrol Office in Community Relations

Accountability, department culture, recruitment, personality, and perception of the
profession are all factors within officer development. Figure 4 highlights the interaction

of these factors. Culture is often defined as water in an aquarium. It is unseen, but it
exists. Using the analogy of an aquarium figure 4 highlights a process much like an

aquarium filter. Accountability and the department and police culture act as the mesh that

allows certain particles through while retaining some particles (sediment) which in turn

changes the water. These areas also influence each other. For example, following the best
practice of professional organizations (an area of accountability) may shift the

department culture to being more community-oriented. Within this figure department
support, recruitment, personality, perception of the profession, and professional

development are like the water flower through the filter. These areas also interact with
each other. For example, having a department that recruits more community-oriented

officers may result in hiring of individuals that value community-oriented policing. In an
ideal context, when departments value accountability to the community, it may influence
the support the department gives to community oriented programs and officer

development. In addition, it may drive recruitment strategies recruiting individuals
(personality) that value community oriented policing. These community oriented officers

may have the perception of the policing profession that is rooted in the guardian mindset.
If a police department values a guardian ethos, the culture of that police department will

influence these areas. These areas then influence the professional development of

officers, including formal education and informal experiences that contribute to a patrol
officer’s knowledge and skills in community relations.
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Figure 4: Model of Process of Developing Patrol Officers in Community Relations

Expected Knowledge & Skills of Patrol Officers
Participants discussed the expected knowledge and skills of patrol officers, which
included emotional intelligence, cognitive skills, knowledge about the community, and

the ability to adapt in a given situation. Some participants also mentioned that officers

needed to have unique unteachable characteristics (as discussed earlier in recruiting

officers with the right personality) to excel in community relations.
Emotional Intelligence
Emotional intelligence is the ability of an officer to monitor their feelings and

emotions, to distinguish among them, and to use that information to guide their thinking
and actions (Salovey & Mayer, 1990). The emotional intelligent skills that officers are

expected to have among their peers and communities they serve are self-awareness,

appearing approachable, being humble, communication and listening, conflict
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management, compassion and empathy, humor, patience and slowing down, positive

attitude and temperament, and stress management.
The participants discussed how officers need to be self-aware to understand their
biases and areas of growth. Self-awareness was also linked to an officer’s motivation to

learn by seeking out information and skills that they may not know. The ability to appear

approachable for officers may be a challenge since police have become more militarized.
The militarization of the police includes officers wearing equipment like vests outside

their uniforms, helmets, masks, and other types of gear that may appear intimidating to
community members. Officers being required to wear this equipment stresses the

importance that officers, as highlighted by the current study participants, are good
communicators and listeners. As one public safety organizer emphasized, “They
communicate with the community every day.” Participants also discussed how

communication, listening, and conflict management skills contribute to de-escalating a
situation. Similarly, participants highlighted that officers need to be humble. Humbleness

could be a way officers could manage their sense of authority and appear more

approachable in their interactions with community members.
Compassion and empathy were also mentioned as skills that officers needed to

have. Throughout the interviews with police leaders and police officers, they talked about

experiential moments that made them more compassionate and more likely to empathize

with community members. These experiences involved being stationed in a different
country while serving in the military, being a parent, growing up in the neighborhood in

which they serve, and participating in a community orientated program. Some officers
even discussed transformative experiences in which they began seeing their role and
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profession differently. As discussed in Chapter II, transformative learning is an

experience or a series of experiences, which results in changing the way one views and
interacts with the world (Boucouvalas & Lawrence, 2010). For learning to be
transformative, a police officer must self-examine their beliefs and assumptions through

critical reflection (Mezirow, 2000). This critical reflection and self-examination of

beliefs were evident in one of the officer’s experiences when he shared, “Our resources
[as a police department] were misplaced that we only identified the negative people on
the street where we should've been putting up more of an effort into maintaining the

stakeholders that we had there. And the light bulb went on in my head about five or six
years ago... I started meeting people and that's how you build relationships.” He went on
how he intentionally attended community meetings at churches and developed programs

to connect officers to the communities they serve including homeless shelters.
Participants also mentioned that humor was also shared as a way to connect with
the community and as a way for a police officer to bond with a community member.

According to Martin et al. (2003), there are four types of humor: aggressive, self
enhancing, self-defeating, and affiliative. Aggressive humor involves teasing, ridicule,
and putting others down. Self-enhancing humor involves using humor to get through

stress or adversity. It is avoiding negative emotions while maintaining a realistic
perspective on an aversive situation. Self-defeating humor is saying funny things at one’s

expense to gain approval by allowing oneself to be the butt of a joke. Affiliative humor
is engaging in witty banter to amuse others and to facilitate relations. This latter type of

humor reduces tension between individuals and emphasizes that the joke teller is not
taking themselves too seriously. It is more than likely that when officers discussed using
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humor to establish relationships in the community, they were expressing affiliative

humor. It seems as if affiliative humor could reduce the tension between a perceived
authoritative police officer and a community member. This was evident when an officer

mentioned, “Tony and Mark, the two clerks and you have a smile on your face and you
say hello, ask them how they're doing you bust and joke with them, they bust the joke

back with you. That's how you develop a relationship with the community.”
Participants also discussed that officers should have skills in patience and slowing

down. Owns, Weisburd, Amendola, and Alpert (2018) emphasize that in“slow thinking”
in which officers gather more information during their interactions with community

members, allows them to make better decisions. When officers rely on automation
(faster thinking), it can escalate an encounter with a community member. Fast thinking

increases the chances that an officer will make a biased decision rather than suspending
judgment.

Emotional intelligence also includes a positive attitude and temperament, which

was also stressed among participants. Research by Peyston, Sierra-Arevalo, and Rand
(2019) suggests that when a community member had a positive interaction with a police

officer during a door-to-door non-enforcement community policing visit, it improved

their attitudes towards the police. The positive visit had the largest effect on individuals
who held the most negative views towards police. With that said, officers that have a
positive attitude even during a routine traffic stop or an arrest might help build public

trust. For example, as one black female officer emphasize, “ .. the person I was arresting

was like, ‘I didn’t want to talk to you [as in the other officer], I’ll talk to her cuz she’s

nice,’ even though I was arresting him.”
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Participants also discussed stress management as being an important skill for

officers to have. Within stressful situations, there is an increase of cortisol (the fight or
flight hormone), which may reduce informed decision making such as when to shoot or
not shoot an individual (Akinola & Mendes, 2012). Stress also has a long-lasting impact

on officers. As highlighted in Chapter III, in a recent survey of 13,000 police officers

within the United States, 19 percent of the respondents were experiencing severe levels of
emotional exhaustion and 13 percent had extreme values of depersonalization (e.g.
detachment from the communities they serve) (McCarty, Aldirawi, Dewald, & Palacios,

2019). Police officers tend to avoid seeking out mental health services even when they
are available (Greenstone, 2000). Given that warrior culture emphasizes a “rough and

tough” image of the police, some officers who subscribe to that philosophy may not seek
out mental health services because they see it as equated to weakness. According to the

National Alliance on Mental Illness (2020), almost one in four police officers had

thoughts of suicide in their life. In 2017 there were an estimated 140 law enforcement

suicides, which is more than the number of officers that have died in the line of duty.
Participants discussed the need for officers to take advantage of mental health services
and to attend support groups with individuals in similarly high-burnout community

facing professions (e.g. social workers).

Cognitive Skills

Participants discussed skills that were cognitively oriented that were unique to the

policing profession. These skills included problem-solving and critical thinking,

understanding ethics, being impartial, transparency, and understanding the responsibility

of their role and awareness of their power. Skills within critical thinking and problem
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solving were emphasized by participants because the decisions officers often make within
a given situation are not always clear. As on police leader said, “Sometimes you have to

apply decision making.. .common sense decision making on the stress and it’s not always
written” in manuals or elsewhere. Safi and Burell (2007) suggest that critical thinking

helps officers in suspending their biases and assumptions and can lead to de-escalation
and community safety. Understanding ethics was an additional skill that participants

believed officers should have. As addressed in Chapter II, Stone and Travis (2011)

suggest police departments should participate in countrywide conversations about the

police profession and agree to national professional ethical standards. These professional
standards can be reinforced by the department culture and leadership, academy training,
and continuing education. Being impartial and transparent were also mentioned by

participants. Within this current study, transparency was discussed as an officer

informing a community member about their behaviors (e.g. why the officer is giving
them a ticket). An officer being impartial and transparent may better communicate their
intent during a particular negative or positive interaction with a community member. In
other words, this transparency communicates to the community member that there is no
hidden agenda or nefarious motive behind the interaction.

Last, participants believed officers should understand the responsibility of their

role and possess an awareness of their power. The interaction between a police officer
and community member is often asymmetrical, in which the officer has a perceived

authority and power in that situation (McLean et al, 2020). Officers use that authority and
power to maintain control in a given situation. If a community member disagrees with the
asymmetrical dynamics of the interactions, officers will typically respond by reasserting
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their authority. Conversely, community members within that interaction have an
expectation to be treated with dignity and respect. An officer that understands the power
dynamics within that interaction may contribute to a more positive outcome (e.g. de

escalating a situation).
Procedural justice is a framework that has gained popularly with police
departments. It encompasses four principles, which can be used in an interaction with a

community member. The principles include fairness in the process, transparency in
actions, opportunities for voice, and impartiality in decision making (Procedural Justice,

2020). Wood, Tyler, and Papachristos (2020) evaluated the influence of procedural
justice training on the Chicago Police Department. The training program emphasized the

importance of voice, impartiality, respect, and trustworthiness in police officer behavior.
They found that the training utilizing procedural justice decreased the use of force against

community members with a 6.4 percent reduction and decreased complaints against

police officers by ten percent.

Unteachable Characteristics
As discussed earlier in the Personality theme, participants highlighted that officers

needed to have unteachable characteristics, which included the motivation for learning,
being personable, and being from a similar culture. These characteristics were perceived

to assist officers in their interactions with the community. However, some of these
characteristics may be able to be developed through officer training. For example, police

officers can learn to be more personable by developing skills within emotional
intelligence. Being from a similar culture, on the other hand, cannot be trained.
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However, officers can learn to be more knowledgeable about the communities they serve
either through formal training programs or establishing relationships within the

community.
Knowledge about the Community

Participants also discussed that officers should know the communities they serve.

This knowledge can be attained through formal education programs in the academy or in

continuing education. However, participants indicate that the knowledge about the
community should be done not through training programs using a PowerPoint, but rather
by creating authentic relationships in the community to understand their changing needs

of communities. Having intentional relationships in the community helps build rapport
between the police officer and community members. It also has the potential to create a

reciprocal relationship in which officers assist the community and the community assist
the officer by educating them or assisting with crime reduction. It is through the officer’s

intentionality, personality, perception of the profession, learned experiences, and skillset

which they will make better-informed decisions when interacting with the community
such as de-escalating a situation or following up with a resident.

Ability to Adapt
As highlighted in Chapter II, officers are street-level bureaucrats because they
interact directly with community members during their jobs and have a substantial

amount of discretion when executing their work (Lipsky, 2010). Participants mentioned

that officers required the ability to use their discretion appropriately within a given
situation. Within this present study, the ability to read a given situation and respond
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appropriately was defined as the ability to adapt. Participants mentioned that officers

needed to switch between two mindsets: the guardian and the warrior based on the cues
given within a situation. The more community-oriented guardian mindset encompasses

skills like emotional intelligence, treating individuals fairly with equality while the
warrior mindset encompasses perceptions that the officer needs to maintain their

authority and power and perception that a community member is “evil.” This tension
between a guardian culture and a warrior culture of policing was observed throughout the

interviews.
This perception of evil was also highlighted by participants. The perspective that
there are individuals that are pure evil in the world could assist officers in justifying the

violence of the job, but it could do more harm than good when it comes to community
relations. In a 1975 experiment by psychologist Albert Bandura, college students were

told they would be assigned to work with students from another school on a group task.
In one condition, the students overheard an assistant calling the other students "animals "
and in another condition, "nice." Bandura found students were more apt to deliver what

they believed were increased levels of electrical shock to the other students if they had
heard them called "animals " (Dittmann, 2004). One may speculate that when officers

label community members as “evil” it could negatively influence the way that officers

treat community members. For example, one white community leader mentioned that
police officers are now operating in a “militaristic fashion” where they accept that “the
people they are sworn to protect and serve are the enemy.” Within this current study,

community members mentioned how residents, who have committed a crime in the past
are often pigeonholed by police as always being a criminal. This perception in turn makes
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it less likely those residents will call the police when they are needed. It continues to fuel
mistrust in the police and the perception that is police against the community.
Knowledge & Skills Model

Figure 5 illustrates the interaction between the knowledge and skills that are
expected of officers to be competent in community relations. The circles indicate the
skills and knowledge that are required of officers. As one police leader emphasized,
“When you [an officer] can think critically and when you have emotional intelligence,

and you have the ability to reflect...Um, that combination is... the sweet spot.” It was also

stressed that having knowledge about the community can also better inform police officer
interactions with community members. The overlap between the circles of emotional

intelligence, cognitive skills, and knowledge about the community highlights, “the sweet
spot” of the combination of the skills and knowledge. The ability to adapt is the pivotal

point of the figure. It involves the ability to read a given situation and deciding what skill
set should be applied. Within this study, these skill sets were ones aligned with a
community-oriented police. However, there was an observed conflict between
community-oriented policing and a culture of authoritarian warrior like policing.

According to the model, patrol officers are expected to have knowledge about the
communities they serve, emotional intelligence, and cognitive skills and know when to

appropriately apply those skills to be competent in community relations within an urban

context.
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Figure 5: Knowledge & Skills Model

Formal and Informal Education Experience

The themes within this study suggest that officers learn about community

relations through formal learning, experiential learning, informal learning, and self
directed learning. However, throughout the interviews, it was found that officers need to

be intentional and self-reflective for the transfer of learning to occur, which was defined
as “intentionality” within the present study.

Formal Learning
Participants discussed formal learning methods in which officers learn to be
competent in community relations. The formal learning channels included the police
academy, college, continuing education, professional organizations, and field training
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officers. The police academy gives officers a foundational knowledge of community

relations like legal updates, legal training, policies, and procedures. However, the
academy does not prepare officers mentally for what they will endure throughout their
careers. The academy also had limited training regarding community relations.
Participants only mentioned briefly about the importance of a college education.
As one police trainer emphasized, it was “icing on the cake.” A police leader also

mentioned that as education increased, biases decrease. This finding might be because of
the interview questions specifically asking about college education or that police officers
value practical hands-on training.

Continuing education was also mentioned as a formal education program. These
types of training included bias-free policing, mental health awareness training, and

changes in law and procedures. However, some of these continuing education programs

were criticized by community members because they are facilitated by officers in the
department and not content experts. In other words, mental health awareness training is
often facilitated by training officers who are not mental health professionals. Some police

leaders emphasized that even though officers are being trained on policies and procedures

many of them, such as probable cause, have not been updated since 2002. Some

participants also mentioned the need for training to be more experiential creating
programs that connect the community and the police (e.g. reverse ride-along program).
Professional organizations were also discussed as a way to inform and enhance

police officer training. These professional organizations provide guidance and oversight
in police training. Some of the organizations mentioned were the Police Executive
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Research Forum, the International Association of Law Enforcement Planners, and the
Society of Evidence-Based Policing. Police leaders also mentioned participating in state
organizations like the Ohio Police Chief Association and the International Association of

Chiefs of Police. As Jeris (2010) suggest a professional is an evolving continuum, which
includes a set of agreed-upon professional traits. Professional organizations help inform

police departments what those traits should be (e.g. emotional intelligence).
Many participants believe that it was not until officers are paired with their field
training officer when the “real” training starts. In an ideal field training situation, new

officers are slowly introduced to the profession by a veteran officer, who scaffolds those
experiences. However, there was some concern with the mentality of veteran officers,
who may have been trained during a time were warrior culture was embraced. In other

words, the field of policing places a good amount of value on hands-on training, but that
training should be structured in a way to expose an officer to proper procedures and
professional standards.

Experiential Learning
Participants discussed how officers learn through an experiential learning
experience. These experiences include connecting with the community, exposing oneself

to diversity and new environments, roleplaying, and hands-on training. Participants
highlighted how exposing officers to diversity and connecting with the community can be

formally developed by the police departments to educate their officers. These experiences
ranged from taking recruits on a bus to meet residents to a dialogue between police

officers and individuals at a homeless shelter. These experience have the potential to be
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transformative to some officers since it creates a shared dialogue among the officers and
the communities they serve. Officers can also be intentional in creating these experiential

learning opportunities for themselves by engaging with the community during their shifts.
However, some officers indicated because of the time constraints, it is difficult for them

to take the time to establish these connections. On the other hand, some officers indicate
that they had to be strategic with their community partnerships to better utilize their time.

Some examples that were shared by participants were forming relationships with key

community leaders, attending community meetings, walking the beat, and utilizing
opportunities in their day-to-day interactions to establish a rapport with the community.

Roleplaying, given that officers prefer more hands-on training, was not as valued
as real-life experience. Participants mention that roleplaying and simulations do not

prepare officers for the unpredictability role of police officers. On the other hand, with
the advent of virtual reality (VR) these training situations might be able to seem more

real for officers. The Chicago Police Department is utilizing VR to train its officers in de
escalation and to increase their empathy (Pasternack, 2019). Participants mentioned the

importance that officers need to learn while they are “on the street” (learning on the job)
since it uncertain how the officer will operate until they are by themselves. However, it

was also stressed that officers are given a gradual introduction to the profession of
policing. This gradual introduction highlighted the importance that the profession of

policing places on recruits learning from experienced field training officers.
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Informal Learning

Informal learning was also found to be an area where officers learn about
community relations. These informal learning experiences included life experiences,

interacting and observing other officers, and other professional experiences.
Participants mention how officers may draw from their life experiences when

interacting with the community. These experiences ranged from childhood to adulthood.
Some participants believe these life experiences helped the officer to have a more mature
approach to their interactions with the community. Sometimes these life experiences help

officers understand and empathize with residents. For example, an officer that is a parent
understanding sometimes people just get into bad situations versus perceiving just as a
“criminal.” A police officer highlighted his experience growing up in poverty in the

foster care system and how that life experience shapes his interaction with the
community. Additionally, as highlighted in the Perception about the Profession theme,
some participants mentioned how having positive interactions in childhood with police

officers made them respect the profession of policing and eventually led them to join the
profession.
Participants also discussed how professional experiences can assist officers at

certain times. For example, an officer who was once a stage magician can use that

experience to connect with children. These professional experiences included officers
being previously employed in childcare, teaching, community programming stage
illusion, and in the military. These experiences give officers transferable skills that they

can utilize within the profession. For example, working with childcare allows officers to
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understand more about youth than what they would receive in traditional police officer
training.

Interacting and observing other officers was also discussed among participants as
an informal learning experience. These peer to peer learning interactions were mentioned

as a way for officers to learn from the strengths of other officers. For example, one
officer that is more skilled in community relations may share their best practices with
other officers. Some police departments also encourage “water-cooler chats”. These chats

are when individuals take breaks from work-related tasks and have conversations with

colleagues. These chats can allow police officers to talk through their problems and share

best practices with their peers. These chats can be seen as an informal Community of
Practice where a group of people share a set of problems and wish to deepen their
knowledge and expertise by interacting regularly (Wenger et al, 2002). Research in

street-level bureaucracy supports these kinds of conversations. Lipsky (2010) suggests
that the ability for policy to be carried through is based on people that implement it. Since

police officers are the interpreters of the policy, organizations must understand how the
policy is being used in practice. These conversations among peers can assist officers in

ways to best implement the policy, but it also can be a method for department leadership

to understand if there are problems with the policy.
Given that these are informal groups, it is important to see who is given access to
this type of network. Police officers that have been historically underrepresented in the

police profession feel more isolated, polarized, and excluded from informal networks at
work compared to white males in the police department (Stroshine & Brandl, 2011). In
other words, even though these networks are informal, police departments and their
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officers should be intentional in being inclusive to those who have access to these groups.
Having a diverse group can increase innovation creativity, and assist in understanding the

needs of diverse communities (Cox, 1991; Todak, Huff, & James, 2018).
Self-Directed Learning
Participants highlighted that officers can learn about community relations through
self-directed learning. Taugh (1979) defines self-directed learning as an individual’s
intentional efforts to learn to create change within themselves. Within this study, self

directed learning is engaging in a self-development activity that is outside the formal
learning of the police department. This self-direction is through self-awareness of

understanding what information an officer may not know and seeking it out when it is
needed. For example, an officer may make a mistake when interacting with a community

member, but they intentionally learn how to not have that happen again by reflecting and
seeking out new information from training or a peer. Participants also mentioned that

self-direction was observing other officers and learning from what they perceived as
useful or not useful during their interaction with community members. It was also

stressed that officers engage in lifelong learning because of the constant development in
the law and professional practices.

Intentionality
Participants stressed the importance that officers are deliberate in their behaviors,
thoughts, and motivation to engage with the community and learn new information or
experience. This process was defined as intentionality within this present study.

Participants discussed how officers could engage with the community either through
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getting out of their police car, walking the beat, and attending community meetings.

These experiences help build relationships within the community and support a more

positive image of the policing profession. Some participants mentioned that these
interactions help encourage the perception that the police officer is a part of the
community. Being a part of the community within this study embraces the perception that

“we are all in this together.” For example, one officer shared how he does home security
surveys for residents to help prevent crime.

However, there were some problems identified with an officer’s intentionality
when interacting with the community. Participants mentioned how officers face barriers

with the negative reputation of the policing profession. They also highlighted that

officers, who want to interact with the community may not have the right interpersonal
skill-set and could “do more harm than good.” However, participants also discussed when

officers are trained with a guardian skillset and know-how to be strategic in their
community interactions (e.g. identifying key community leaders) could have better

outcomes.
Participants also highlighted that intentionally involves an officer seeking out

formal or informal learning experiences, and whether they retain information from that
experience. Participants mentioned that when a continuing education course is directly

related to their interests and goals they were likely to attend. However, some participants

discussed how some formal police training programs are “numbing to the brain” because

of not incorporating the experience of the police officer and just reading off a

PowerPoint. Some types of training were also perceived as inadequate in preparing
officers for their interactions within the community.
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Knowles and Associates (1984) suggest that adult learners (police officers) will

be more engaged with training if six assumptions are met. First, the trainer assumes that

police officers are self-directed learners and capable of their self-development. Second,
those police officers have a good amount of professional and life experience that they can
tap into during learning. Third, the willingness of a police officer to learn is based on how

relevant they perceived the training to be to their professional roles. Fourth, police

officers are interested in how they can immediately apply the knowledge from the
training to their jobs. Fifth, police officers are internally motivated to learn versus
externally motivated. Last, they need to know why training is important. When police

training utilizes andragogy principles it helps officers develop their problem-solving

skills and increases their likelihood of becoming self-directed learn when interacting with
the community (Birzer, 2003). Police departments that understand the needs of officers

including their strengths and weaknesses may be able to influence an officer’s

intentionality into seeking new information and retaining information. It is through
intentionality that office engage formal learning, experiential learning, informal learning,
and self-directing and learn the knowledge and skills of community relations.

Formal & Informal Education Experience Model

Figure 6 highlights the formal and informal education experiences and their
relationship to intentionality. Intentionality is the central ring that influences formal

learning, experiential learning, informal learning, and self-directed learning. The model

suggests that officers need to be intentional in all their learning experiences to develop
competency within community relations. It is through an officer’s intentionality and

engaging in formal learning (e.g. learning from continuing education course), experiential
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learning (e.g. establishing a meaningful relationship in the community), informal learning
(e.g. drawing from their previous professional experience), and self-direct learning (e.g.

understanding the skills they need to develop), which contribute to their knowledge and
skills in community relations within an urban context.
Figure 6: Model of Formal & Informal Education Experiences of Patrol Officers

Patrol Officer Professional Development in Community Relations Model
A grounded theory model was constructed from the interview data including

police leadership, police officers, police trainers, and community leaders related to this
current study research question. This model navigates the process of how patrol officers
develop their knowledge, skills, and experience to develop authentic relationships within

the community. It specifically focuses on how to develop officers in community relations

that emphasize guardian like propensities. It does not give emphasis to any professional
development outside of community relations (e.g. tactical training). By examining the

main 15 themes found in this study, six main domains were derived: Accountability;
Department and Cultural Factors; Individual Factors; Learning Process; Learning

Application; Authentic Community Relationships; and Untrusted Community Relations.
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These domains make up a model that navigates the patrol officer development in

community relations.
Figure 7: Patrol Officer Professional Development in Community Relations Model
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Department and Cultural Factors
The Department and Cultural Factors domain contain areas that influence officer
development from a macro level. These factors influence every aspect of the model. They
are the barriers and pathways in which officers enter, learn to navigate and develop

within the system and culture of policing. These areas include department culture and
support, and recruitment. These variables are also influenced by the entire system of the

model as indicated by the arrow leading from the bottom of the system back to the top.

For example, having a department culture that embraces community engagement can
influence an officer’s perception of the profession of policing, which influences the
officer’s sense of accountability to the community.

Individual Factors
The Individual Factors domain focuses on the micro-level and encompasses
individual factors including an officer’s personality, characteristics, life experience,

previous professional experience, and their perception of the profession. These individual
factors emphasize who enters into the system of policing and what they may bring into

the field. These individual factors are influenced by the Department and Cultural

Factors. For example, if the department recruits and reinforces a message of positive
community engagement, it may attract recruits that believe in that mission to the
department and it may reinforce that approach among those within the force.
Learning Process

Officers gain their knowledge, skills, and experience within community relations

through a variety of learning processes. The Learning Process domain highlights the
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different types of learning officers engage in including formal learning, experiential
learning, informal learning, and self-directed learning to gain knowledge about the

community and applicable skills.
Learning Application

The Learning Application domain illustrates the learning processes officers use to
develop community-oriented skills and knowledge. They also become familiar with the
communities they serve by developing meaningful relations. This skills-building and

familiarly with the community may assist an officer in making more purposeful and
appropriate choices. This domain includes skills and knowledge of the community.

Authentic Community Relations & Untrusted Community Relations

The Authentic Community Relations and Untrusted Community Relations

domains illustrates the influence of officer professional development on the community.

In a given situation an officer based on their experience, training, and development may

choose to utilize skills sets and knowledge that develop trust among the community.
These types of interactions in the community may build authentic relationships, which

may result in police officers being perceived a part of the community and community
members believing they will be treated fairly and equally by the police. However, if the

wrong skillset is chosen there could be negative and even dire consequences. For

example, escalating a situation by playing up an officer’s authority when it is not called
for. These interactions can create untrusting relationships within the community and

continue to fuel mistrust of police officers among the community, and the perception that
the police are not a part of the community. This conflict between the community oriented
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guardian like mentality and skill sets and the authoritarian warrior like ethos is indicated
by the wavy line. This line indicates that in a given situation decision making is not
always clear and that because of this conflict officers may not always choose the proper

response.
Accountability, Intentionality, & the Ability to Adapt
Central to the Professional Development in Community Relations model are the

areas of accountability, intentionality, and ability to adapt since they are significant
influences on officer development. Accountability highlights the importance of police
departments, individual officers, and their professional development needs being

influenced by the community. For example, if an officer unnecessarily uses force it may
result in disciplinary actions due to ways in which police are accountable to the

community. Intentionality involves the deliberate behaviors, thoughts, and motivation to
engage with the community and learn from new information or experiences. This model
highlights that an officer’s intentionality may be influenced by the departmental factors
(e.g. department culture), individual factors (e.g. personality), and accountability.

Intentionality then determines if an officer will engage in formal or informal learning
related to community relations. The ability to adapt is influenced by the department and

cultural factors, individual factors, intentionality, learning process, and learning

application. It is the choice point if an officer will enact the skills and knowledge of

community relations.
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Application of the Model

Each domain influences each other. The direction of influence is illustrated by the

arrows. However, like many open systems, the model is cyclical. If one area or section
is changed, it can influence other aspects of the model. This cyclical process is indicated
by the arrows flowing from the bottom of the model to the top. Within the following

sections, I will outline each area within the model. Many of the themes were discussed
above. However, I will highlight how these themes interact through the model.

Accountability
Having accountability may help foster community trust within the police

department. Additionally, it helps ensure that departments are adjusting to meet the needs

of the community. Accountability also influences the department’s culture and support
around the policing profession. For example, if a department receives complaints around
the professional conduct of its officers from the community, it can investigate those

complaints and discipline the officers accordingly. If the issues of professional conduct
continue it may cause mistrust in the community around that department. These issues of
professional conduct can be made known through media channels.

Many officers, police trainers, and police leaders indicated the contentious

relationship they have with the media. One trainer mentioned he tries to train officers on

how to deal with the negative perception caused by the media. However, if the

community has buy-in the process and the misconduct does decrease it can lead to a more
trusting relationship with the department. Throughout the interviews, police leadership
talked about officers not wanting to be recognized for the positive interactions they have
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in the community. Police departments can also use their own media channels of

communication like social media or media connections, not only to talk about the good
things in their department but also to increase their transparency around an issue. An

additional form of accountability is the oversight of courts.

Department and Culture Factors
A police department can develop an organizational culture and climate that

supports community relations. One way to foster this culture is through accountability
with the community (as highlighted above). A community positive culture includes the
department and individual officers having an authentic relationship and reputation within
the community. Leadership, trainers, and supervisors can model pro-community
behaviors and encourage and require training and experiential learning opportunities for

officers to enhance their professional development. The department can also support
officers through funding continuing education and advancing their careers within the

profession. This type of learning is reflected in the formal and informal learning themes.
Recruiting the right officers is pivotal in ensuring good standing relations within
the community. Recruiting includes finding officers that already understand the

importance of community relations and screening out the recruits that should not be
within the profession in policing. The profession of policing, as noted by a police
commander, tends to attract individuals that gravitate to careers where they can exert

their control over others. Finding recruits and screening for these areas like hiring officers
that do not have a history of misconduct is important to the reputation of the profession of
policing. Additionally, having a department culture that is inclusive and embraces
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community relations can attract individuals that align within that mission. This perception

of aligning recruits with the culture of the department was emphasized by a deputy chief
when he said, “. we take our recruits out into....the community and they get to see
people and meet people, talk to them to see what the folks expectations are of our
department.”

Individual Factors

When hiring officers it is important to understand an applicant’s personality and

what skills and characteristic they may bring to the police department. For example, as
one sergeant mentioned “I look at my officer’s strong points”. As stated in the
recruitment theme, police departments should screen for individuals that are attracted to
the profession because of having control over others. Departments through interviews or
other pre-screening methods can look for officers that are personable or have the

potential to develop those skills.

The perceived characteristics and reputation of the policing profession may
influence the way officers approach community relations, their self-development, and
their roles. The process approach of a professional suggests that a profession is a

collection of professional traits (Jeris, 2010). Stone and Travis (2011) suggest “police

officers, supervisors, and executives share a set of skills and follow a common set of
protocols that have been accepted by the profession because they have been proven to be
effective or legally required” (p. 3). Within the current study, these skills and traits are

emphasized within the skills and unlearned characteristics theme. Officers that believe

that the profession of policing should have high standards, an emphasis on interpersonal
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skills, and a commitment to the health of the community may be more motivated towards

community engagement. Valuing the professional standards of the profession may also

mitigate encountering the negatives of the profession. For example, as one lieutenant

mentioned, “And some people don't like things about you [as a police officer], but you
have to keep it professional... It’s honoring the patches and the badge you wear.”
Potential candidates that also believe within these professional standards may be
more attracted to police departments that have a culture of community engagement. If a

department has a reputation for misconduct or problems within the community, it may
deter those applicants from applying to that particular department. Departments that have

encountered problems with misconduct should be transparent about how they are making
changes within the department and how they are putting structures in place (e.g. more

authority to community review boards) to limit those events from happening again.
Intentionality
A patrol officer being intentional in their interactions with community members,
training, and self-development was important in their understanding of community
relations. Officers could develop the motivation to enhance their professional self
development through formal learning (e.g. continuing education), experiential learning

(talking to a community member), and informal learning experiences (discussing
problems they face with their peers). These experiences allow the officers to continue to
develop their ability to interact with the community, but also their determination to stay
professional with the field of policing. Intentionality can be cultivated by police
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departments that believe in the value of officer development. This cultivation may be
done through the following methods:
•

Departmental accountability to the community

•

Supervisors understanding the professional development needs of their officers

•

Leadership and field training officers modeling professional behaviors

•

Orienting the department around a mission of community engagement and respect
for human life

•

Recruiting and retaining officers that understand the importance of community
relations

•

Uniformed professional traits and standards that are aligned with the
interpersonally of the role

Learning Processes

Formal learning involves the intentional learning activities officers engage in to
acquire knowledge and skills on how to interact with the community. These formal

learning experiences included attending the police academy, field training, required or
self-selected continuing education training, and college education. For many officers, the

police academy gave them the foundational knowledge of the policing profession, but it

was not until they were working within the field when they began developing their skills.
Field training is a process where officers work with veteran trainers to learn hands-on

their roles as police officers. It was indicated that one open academy trainer that these

experiences are structured in a way that the officer has a slow introduction to the

profession.
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Officers are often required by the state, federal organizations, and their

departments to attend required training. These types of training range from learning about
new laws to bias-free policing. Officers also can select training in particular areas like
tactical training, mental health awareness, and social media, but some officers and police

leadership discussed problems with self-selected training. Officers may be motivated to
learn new skills or acquire new knowledge about the community, but sometimes these
types of training are not approved because of not the department not seeing the value. As
stated previously, to help attract and retain officers, police departments that value in

community relations could encourage and budget for these types of self-select trainings.
College educations, at least based on the interviews within this study, was considered a
value add to the knowledge of police officers but was not considered to be equally
important as academy training.

Experiential learning was acquiring knowledge about community relations

through experience. These experiences for officers were connecting with the community,
exposing oneself to diversity and new environments, roleplaying, and hands-on training.

Experiential learning opportunities can be formal like a police department developing a

program where officers have a shared dialogue with community members. Some of these
experiences can be implemented early on in an officer’s career through the onboarding

program (reverse ride-along) or used to reinforce continued learning through new
program development (e.g. community dialogue sessions).
Experiential learning may also be informed by an officer learning from their

experience during the day to day or through hands-on training. For example, an officer
can learn from resolving a conflict with a community by actively applying de-escalation
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tactics. However, within both formal and formal experiential events officers need to be
intentional within their reflection on what they learned from these experiences to ensure

the transfer of learning. Role-plays, based on the interviews with trainers within this

study, were perceived to have little value in preparing officers for their interactions on the
street.

Officers acquire knowledge and skills from informal learning experiences like life

experience, interacting and observing officers, and other professional experiences. Some
of the officers discussed how they drew from social and professional roles in the way
they approached their policing practice. For example, one female officer talked about her
experience as a mother and how she frames misbehavior as being caused by an
underlying problem. This experience runs counter to the warrior mentality that some

people in the world are just “evil”. Officers also discussed how they were able to use
knowledge and skills from other professional roles to assist them in the profession. They
also learn from observing and talking to other officers. For example, departments can

encourage officers to have informal conversations with peers to discuss their problems
and learn from each other. Additionally, knowing the strengths of your officers,

departments can encourage cross-training in different areas like de-escalation.
Officers can learn about community relations through self-directed learning. Self
directed learning is when officers engage in a self-development activities that are outside

the formal learning of the department. This self-direction is through self-awareness of

understanding what information an officer may not know and seeking it out when it is
needed. For example, an officer may make a mistake when interacting with a community

member, but they intentionally learn how to not have that happen again by reflecting and
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seeking out new information through training or from a peer. It was also stressed that

officers engage in lifelong learning because of the constant development in the law. The
motivation to be self-directed in learning may come from the personality of the officer, a

department’s culture, or their perception of the profession.

Learning Application
Skills and knowledge are developed through formal learning, experiential

learning, informal learning, and self-directed learning. The particular skills that were

perceived to be important to the profession of policing involved emotional intelligence
skills, which included self-awareness, approachability, communication and listening,
conflict management, compassion and empathy, humor, patience and slowing down,

positive attitude and temperament, stress management, and being humble. These skills
allow an officer to navigate the complex interpersonal relationship with the community.
Cognitive skills like problem-solving and critical thinking, understanding ethics,
impartial, and responsibility of the role were also perceived to be important. Additionally,
personality traits like the drive or motivation to learn, being personable, and being from a

similar culture as the community was also perceived to be important to enhance an
officer’s interactions in the community.

Department culture and the profession of policing can influence the development

of these skills by recruiting officers with this skill set as well as providing training
opportunities. Officers can enhance their interactions with the community by

understanding the communities they serve. This knowledge of the community can be
based on formal learning, experiential learning, informal learning, and self-directed
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learning. Knowing the community can also help an officer understand what skills and
information they still need.

Ability to Adapt

Police officers have discretion when making a decision. These decisions are on a
continuum of severity from low levels like decided not to give someone a ticket for

speeding or high levels of severity like using force in a given situation. Given that

officers are exposed to a variety of situations and perform multiple roles day-to-day, an
officer needs to have the ability to assess a situation and act in a way appropriate for the

context. As a police trainer highlighted, “...sometimes there is gray area. depending on
what situation you're in.” Being able to utilize the skills of an adapter learner allows
the officer to choose when to engage guardian like community oriented skillsets or if the

context calls for the more tactical depersonalized warrior skillsets. An open academy
trainer highlighted that an officer’s ability to switch from a warrior to a guardian is

dependent on the mission of the profession. Both approaches make up the role of officers;
however, historically the culture of policing has stressed the warrior over the guardian
mindset.

The importance of recruiting principled officers that understand the importance of
community relations, a department culture that embraces guardianship, and cultivating

guardian skill sets like emotional intelligence through formal and informal education
experience. Having these internal (e.g. personality) and external influences (e.g.

department culture, experiential learning, etc.) of guardianship may help officers make a
better decision in their interactions within the community. In other words, by having
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accountability to the community, a department culture that is rooted in community
engagement, recruiting officers that comprehend it, a profession that believes in it,

experiences that enhance it, and knowledge of the community, officers can make better-

informed decisions in what to do in a given situation.
Community Relations
Guardian like pro-community relations characteristics and behaviors included
emotional intelligence and cognitive skills emphasized in the Skills and Competencies in
Community Relations theme. These behaviors help officers to be perceived as being a
part of the community and that community members feel like they will be treated fairly
and equally by the police. Utilizing these behaviors help officers create more positive

interactions and relationships within the community. On the other hand, there is a tension

with officers (indicated by the wavy line) trying to maintain their authority embracing a
more warrior like police mentality. An authoritarian warrior like mindset, although

needed at certain times, can harm community relations and create distrust within the
community. It can result in community members feeling like they will be treated unfairly
and unequally by the police. When the wrong skillsets or combination of skillsets are

chosen in a given circumstance it can negatively impact the model.

For an adverse example of the model’s process, if a police department decides
that they will limit their accountability to the communities they serve by not including
them within police disciplinary hearings. This lack of accountability can attract recruits

that are interested in the social control aspect of the profession (an Individual Factor).

These officers than can become disengaged like not being motivated to learn during a
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formal community relations training (a Learning Process). The skills these officers may
value could be rooted within a warrior mindset (a Learning Application factor). When

interacting with a community member these officers may utilize more warrior-like
behaviors (a competency sometimes needed in high-stake situations) in an inappropriate
situation. Complaints are filed against these officers and disciplinary actions are taken by

the department. However, if nothing is changed regarding Accountability (a Department
and Cultural Factor) the process will continue and the officers’ behaviors will continue.

Implications

This grounded theory study addressed a gap in the research by exploring how
patrol officers develop their knowledge, skills, and experiences to become guardians in
the urban communities they serve. The study broadened the adult education literature by
exploring the informal and formal learning experiences of patrol officers, a population

that has been minimally studied within adult education. By understanding the lived and

learned experiences of these patrol officers, a theory and model was developed to help

inform police training, policies, and procedures to enhance the interactions between
patrol officers and the communities they serve. Some implications of this study are

discussed in the paragraphs below.
Focus on Emotional Intelligence and Interpersonal Skills through Experiential

Training
First, since emotional intelligence and interpersonal skills were stressed among
participants, academy training and continuing education of officers should focus on these
areas. Given that police officers may favor hands-on and experiential learning, these
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competencies may be developed through experiential programs (e.g. reverse ride-along).
Including officers, not just the trainers, in the development and planning of these formal

community programs may also increase their motivation to participate and enhance their
learning outcomes. Action plans, which focus on developing community oriented skills,

can also be used when a new officer works with a training officer. These action plans
should include hands-on training in how to develop authentic relationships in the
community, building trust within the community, in addition to identifying interpersonal

weaknesses of officers to further develop through practice.
Opportunities to Apply Discretion in Applying Guardian or Warrior Intervention

Second, as highlighted by the study participants, police officers have a good deal

of discretion and need to be able to read a given situation and apply the appropriate
intervention. Future trainings within the academy and through continuing education may

want to focus on an officer’s ability to adapt within a given situation providing training
and case studies, which emphasize when to use warrior or guardian competencies. For

example, using empathetic contextual approaches when making an arrest, such as talking

to the children when arresting their parent or being transparent of why someone is being
pulled over during a traffic stop. These interactions can be paired with hands-on or
scenario-based training to align with the experiential preference of the policing

profession. In addition, the scenarios can utilize emerging technologies in VR to mimic
real life interactions (Pasternack, 2019).
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Developing Community-Police Relations and Connecting Officers to Community
Third, the study participants discussed the benefits for officers to establish a

meaningful relationship within the community while managing the limited time during

their shifts. Some of these experiences were formal (e.g. training program) or informal
(talking to a community member). Future training should focus on giving officers
strategies on how to develop these relations while on duty. These strategies can be on a
continuum of low engagement, such as learning the names of community members an

officer may come into contact with and getting out of their police car to walk the beat, to
high engagement like attending community meetings and meeting with key community

leaders. Integrating community engagement during a formal training, either through

continuing education or in the academy, can connect officers to learn from the
community such as having a dialogue with community leaders. Ideally, these training
programs will help establish an ongoing relationship between the officer and community
members.

Tie Accountability and Police Licensing to Policing that Incurs No Community

Harm
Fourth, officers’ accountability was stressed throughout the interviews, and as
well, the need for officers to continue to develop their community relations skills through

training. There was the concern that officers get away with harming community members

without any disciplinary action, and in the worst case a problem officer could be fired but
rehired in another police department. One recommendation would be to establish a

nationally accredited Peace Officer License program, which requires individual officers
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to maintain their license through continuing education and having appropriate
professional conduct similar to social workers' license. Similar to the practice of social
work, continuing education courses can be developed and facilitated in partnership with

the State of Ohio, community non-profit organizations, professional organizations, and

educational organizations. Some departments discussed the problem with having an
appropriate training budget for officers. Funding for these trainings could be allocated

based on their importance to its influence in protecting and serving the community. An

officer’s record would be tied to their license. If they incur too many or any sever
disciplinary complaints, the officer may lose their license and no longer work within the
profession of policing.
Align Police Departments Accreditation with Evidence-Based Practices
Fifth, study participants emphasized the importance of police department

practices being aligned with professional organizations that increase accountability to the

community. Police departments may obtain a national accreditation to assist them in
aligning their department policies and procedures with evidence-based practices. One

example is the Commission on Accreditation for Law Enforcement Agencies (CALEA).
The organization provides guidelines on how to increase community advocacy and

provides 400 and more standards for police departments to gain public support through

accountability (Law Enforcement- Standards, 2020).
Integrate Structurally Weighted Factors within Hiring and Promotion of Officers

Sixth, throughout the interview participants mentioned the conflict regarding the
rough and tough warrior culture being embedded within the profession of policing. To
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support the development of a guardian culture, police chiefs and direction supervisors
should communicate the value they place on this to police officers. Guardian principles

can be integrated and reinforced throughout the police academy and throughout an
officer’s career.

Given that police officers value the experience they have with field training

officers, it is important that these officers are screened and selected based on their
knowledge and skills of when officers should apply the guardian principles in community

policing. Police departments should scrutinize the qualifications of field training officers
and their capacity to train officers for community policing. Participants mentioned the

concern that veteran training officers may have been trained in a different culture of
policing and that officers are not up to date on the most current policing policy. To ensure
that these officers are emulated community policing principles and practices police

departments should develop a field training officer’s certification program. The training
officer’s certificate would need to be renewed every four years. This certificate program

could ensure that field training officers are training police officers on the latest practices
utilized by the police department.

Recruiting efforts should focus on finding recruits that believe in the community

relations role of the police. Police departments often have veteran preference credits,
where the department awards military veterans extra credit to a passing score on the

police entrance exam (Public Safety Careers, 2018). This extra credit may be problematic
because it tilts toward a militarized emphasis on new recruits’ experience. To

communicate the value of guardian principles, other professional experiences and careers,
such as teacher or nurses, should also earn this credit.
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Police officers and training officers that embrace a guardian mindset can be
recognized by the department to communicate to others the importance of police officers

having that skill set. Police departments can reinforce the importance of community

relations by also providing incentives for officers demonstrating good performance on
community policing such as basing promotions in the pro-community behaviors. Funding
for continuing education training may also be directed towards community-oriented
training for officers.

Use Community-Oriented Continuing Education that is Real, Vibrant, and
Experiential
Seventh, participants mentioned there were problems with community-oriented

continuing education courses either being inadequate, not having the appropriate content
expert, or just being boring. Future continuing education courses can integrate adult
learning principles (e.g. andragogy) and work with community-based organizations to
hire appropriate trainers based on their expertise to co-facilitate with police trainers.

Vodde (2008) suggests that andragogy, which considers the needs, experience, interests,
and readiness of the police officer, results in greater outcomes in learning compared to

traditional training methods (e.g. PowerPoint lecturers) used by most police trainers.

This partnership with community-based organizations will help integrate the community
perspective, but also allow police trainers to emphasize the training ’s application within
the policing profession. These types of training, as mentioned by participants, can also be
experiential in which officers have an intentional dialogue with community members.
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Community groups should also inform policing practices by giving police insights

about their community. These groups can be formed organically and grow out of the

community itself rather than the police department developing a particular training
program. Establishing these groups can create a reciprocal dialogue in which community
members learn about police culture and operations and the police are informed about the

community. These intentional groups can help improve relations between police and the
communities they serve. In other words, they can help foster the mentality that officers

are “a part of the community.”

Train across Settings, Roles, and Shifts to Scaffold Learning Beyond Existing
Strengths
Eighth, study participants discussed the problems with officer burnout and

officers becoming disengaged with their jobs. One officer mentioned how when working
the nightshift, he was not able to have meaningful connections with the community and

that he was subjected to only seeing the negative side of the policing profession. He

suggested that officers throughout their careers should be assigned to different units so

they can see more of the positive side of policing. For example, police supervisor should
assign an officer to a community relations unit for some time during which they will

probably have more positive interactions with the community. As highlighted in the
untrained characteristics theme, police departments tend to perceive that to have positive
interactions with the community, officers needed to have the right personality. However,
limiting some officers to community-based roles based on their characteristics may be
limiting the development of other officers. In other words, assigning officers to different

roles within the community may help them develop their community relations skills.
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This process of developing officers is called cross-training in which officers, who may be
trained on more patrol related activities will learn the skills related to being a community

relations officer. As suggested by the peer to peer learning theme, officers do favor
learning from their peers. In the experiential learning theme, officers favor hands-on

training. With that said, cross-training could be possible within the culture of the policing
profession.

Implications Related to the Defunding the Police Movement
As mentioned in Chapter III, interviews with police leadership, police trainers,
and community members took place before the murders of Breonna Taylor, George

Floyd, and other black men and women by police officers during 2020. Those events

were the catalysis to national civil unrest and protests calling for the defunding of police
departments. Defunding the police is a movement to reallocate and redirect police

department funding to other government agencies like mental health services and
education (Ray, 2020). It does not mean abolishing the police. Advocates for the

defunding police movement suggest that some taxpayer money that funds police

departments should be redirected to improve systemic issues like addiction,
homelessness, and mental health services. The rationale for the allotment of funds

emphasize that police officers are increasingly asked to respond to calls and people in
crisis for which they may not be qualified, such as responding to someone having a

mental health crisis. Defunding has already occurred in several cities including Los
Angeles which has reallocated $100 million from their police department to programs for
underserved communities (Ray, 2020). Maryland will be reallocating $20 million from a
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new police training facility to fund a facility for mental health and in addition, remove
student resource officers from schools.
The current study highlights some areas and tensions between views of the police
and the stance of the movement to defund the police. First, some police departments have

problems funding community-oriented training programs. The defund movement could
call for the reallocation of some funding to these programs to encourage officers to

develop more community-oriented skills. Second, professional police organizations

would benefit from realigning their best practices, ethics, and standards to match the
defunding movement. These professional organizations can provide national guidance on

how police departments should reframe the orientation of policies and cultural practices
towards greater accountability to the community. Additionally, professional organizations

can provide standards for professionalism among officers that are in-line with any
national changes in the profession because of the defunding movement. Third, as

emphasized in the earlier implication sections, police departments can better partner more
authentically and collaboratively with community-based organizations to develop police

officer training and also to establish more meaningful partnerships between these

organizations. These partnerships will work alongside police in crisis situations before
the situation escalates. Fourth, officers emphasized the importance of engaging with

youth to establish trust with the police. There is some tension in proposed solutions in the

area of youth-police relations. The defunding movement emphasizes removing student
resource officers from schools. Police departments view student resources officers as a

method of community engagement (not enforcement). Police departments argue for
establishing other meaningful ways to connect with youth if resource officers in schools
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are removed. Fifth, if police officers' roles are realigned to not respond to calls that are
not related to enforcement and crime, a police officer still needs to establish relationships

in the community. As highlighted in the interviews, establishing community trust is a

pivotal part of crime reduction.

Limitations of the Study

There were several limitations to this grounded theory research. Participants that

were selected worked and lived within Northeast Ohio, which may limit the
transferability of the study. The findings were derived from a synthesis of police officers
working in diverse cities and inner-ring suburbs to protect the identities of the officers

interviewed. The experiences of those police officers, police leaders, trainers, and

community leaders that participated may differ from others living in different cities and
states.

Study participants were selected through a referral from police chiefs, police

officers, and community members as understanding the importance of community
relations. There was no objective measure to determine if the officers interviewed were
highly skilled within community relations. Additionally, the researcher did not gain

access to personnel files of police officers to determine if there were any complaints filed

against them. In place of review personnel files, a general online search was conducted.

Two officers were found to have news articles involving an investigation regarding their
professional conduct. Those officers were not removed from the subject pool, but careful

attention was made when analyzing their interviews. Including their interviews helped
identify perceived barriers officers may face in the policing profession.
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Interviews with community members occurred during the beginning of COVID19 in spring of 2020. Because of quarantine restrictions, focus groups with community

members were scheduled, but they had to be canceled. In place of a focus group,

community leaders were interviewed. The community leaders that were interviewed may
not fully represent all the members of the communities in which they live.

The timing of the interviews is an additional limitation of the study. The
interviews with police officers, trainers, and police leaders occurred before the height of

Black Lives Matter movement and calls to defund the police, accelerated with the killing

of George Floyd by a white police officer in summer 2020. The videotape of this event
was viewed globally and the cause of intense and sustained protest. This shift in national

attention on Defunding Police could influence the way police officers responded in the
interviews and the policies and procedures police departments may be putting into place

in the future. Researcher subjectivity was another limitation of the study. As outlined in

Chapter III the researcher is not a police officer and comes from adult education and
diversity and inclusion background. Had the researcher been a police officer, they may
have built a deeper rapport with the police participants that may have encouraged them to
disclose more information.

The research had a narrow focus on community relations and did not address
other police oriented-activities like tactical training. The study did not focus on when

warrior principles are needed in high stake situations. It only focused on the negative

influence of warrior culture on community relations. The grounded theory methodology

may have also been a limitation to the study since it has a broad focus. Other

methodologies like narrative allow the researcher to go more in-depth on a given topic.
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For example, understanding the influence of accountability to the community on police
culture could have been diving into more in-depth.

Future Research
This grounded theory research focused on how officers develop their knowledge,
skills, and experiences to become guardians in the communities they serve. Given that it

explored a broad range of domains related to professional development, future research is
necessary.

One controversial topic that was discussed within the interviews was if officers
should live in the communities they serve. Some participants thought that officers living
in these communities may allow them to understand the issues facing that community and
increase their empathy towards community members. Future research may want to

explore the relationship of police officers living in the communities they serve and its

relation to emotional intelligence particularly its influence on empathy.
The participants discussed the need for police departments to shift from the tough

image of policing to one that embraces interpersonal skills and community engagement.

Future research may want to explore how police departments can shift from an emphasis

on warrior ethos to guardian ethos and its influence on police behavior.

Recruitment practices were also area mentioned in the interviews. There was the
perception that the profession of policing attracts individuals who want to have control

over others (social dominance). However, it is unknown what practices work best for
recruiting officers that embrace a guardian mindset and practices that deter recruits who
are more social-dominant oriented. Problem officers could be vetted while they are
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enrolled within the police academy. Future research could explore recruitment and police
academy practices in how they recruit officers aligned with a guardian mindset and

explore ways to vet problem officers from entering the profession of policing.
Some research has addressed the influence of procedural justice and its impact on

community relations (Wood, Tyler & Papachristos, 2020). However, there has been
limited research on the influence on whether departments utilize guardian principles and

if it positively influences police behavior such as decreasing unnecessary use of force and

decreasing complaints against police officers. Future research may want to examine the
influence of officers being trained on guardian principles and their relation to use of
force.

Some officers mentioned transformative experiences that occurred because of
formal training programs and experiential learning. These experiences shifted an officer’s
perception from policing the community to being a part of the community. Additional

research may want to explore the narratives of officers that have had transformative
experiences throughout their careers.
Chapman (2012) suggests that patrol officers who had higher levels of education

(e.g. undergraduate degree) were less likely to report that they would use lethal methods
and were less likely to use force when interacting with civilians. However, in the present

study, police leaders, police trainers, and offices did not reference college education as

influencing how they approach community relations. Future research may want to
explore the relationship, if any, of officers who attended college and their competency
with community relations.
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This grounded theory study examined the skills and knowledge needed within

community relations. However, there was no instrument or measure to know if officers

were competent within community relations. Future research could include the
development of a police officer community relations inventory that assesses an officer’s

community relations competency based on areas of emotional intelligence, cognitive
skills, ability to read situations, knowledge of the community, perception of the policing

profession, and developing relationship in the community.
Conclusion

This constructivist grounded theory research study explored how officers develop

their knowledge, skills, and experiences to become guardians in the communities they
serve in the context of strained relationships between Communities of Color and police.
Participants shared that the process of developing patrol officers to be competent in

community relations involved the following areas. First, developing a police department
culture, which is accountable to the community. Second, fostering a department culture

that supports community engagement. Third, recruiting the “right” officers that have to

believe in community engagement. Fourth, aligning the perception of the policing
profession to be community-oriented. This process then informs who is brought into the

policing profession, the professional development opportunities and what is valued

within a given police department.
The study’s participants highlighted that officers needed to have emotional

intelligence, cognitive skills, knowledge about the community, and the ability to

understand when to apply those skills in a given situation to be competent in community
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relations. Emotional intelligence included interpersonal skills, such as self-awareness,

empathy, and compassion. Cognitive skills include skills relative to the policing
profession like critical thinking, problem-solving, and practicing and demonstrating

ethical practices. Knowledge about the community included officers gaining information

through formal training programs and through creating a meaningful partnership in the
community. These skills and knowledge when combined create a “sweet spot” in which

officers read a given situation (a process labeled as the ability to adapt) and apply the
appropriate skills.

Police officers, police leaders, trainers, and community leaders discussed that

officers can develop the knowledge and skills in community relations through several
learning methods. First, an officer can learn about these skills through formal learning
methods like the police academy, college, continuing education, professional

organizations, and field training officers. Second, officers can also engage in experiential
learning methods like connecting with the community, exposing oneself to diversity and

new environments, roleplaying, and hands-on training. Third, informal learning was also
found to be an area where officers learn about community relations. This type of informal

learning included life experiences, interacting and observing other officers, and other
professional experiences. Last, officers can find these experiences through self-directed

learning, which is engaging in a self-development activity that is outside the formal
learning of the police department. It was also discussed that officers need to be

intentional in their self-development to achieve these skills and knowledge in community

relations.
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Through the analysis of the study’s main themes, the Patrol Officer Professional

Development in Community Relations Model was derived. The model encompasses six

main domains related to officer development, which are: Accountability; Department and
Cultural Factors; Individual Factors; Learning Process; Learning Application; and
Competencies. This model navigates and highlights the areas that influence the process of

how patrol officers develop their knowledge, skills, and experience to become guardians
in the urban communities they serve. At the core of the model are the areas of

accountability, intentionality, and ability to adapt. Accountability highlights the
importance of police departments, individual officers, and their professional development

needs being influenced by the need of the communities they serve. Intentionality is the
deliberate behaviors, thoughts, and motivation to engage with the community and learn
from new information or experiences. The ability to adapt is influenced by the

department and cultural factors, individual factors, intentionality, learning process, and
learning application. It is the choice point if an officer will enact the skills and
knowledge of a guardian or warrior.

This grounded theory study is significant because it outlines the process of how
patrol officers develop their knowledge, skills, and experience in community relations.

This process includes exploring the informal and formal learning experiences of patrol

officers, a population that has been minimally studied within adult education. The
findings and model can be used to help inform recruitment practices (e.g. characteristics

police department may look for in an ideal police recruit), police training (e.g. developing
experiential learning programs in the community), policies (e.g. aligning with
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professional organizations), and department supervision (e.g. the knowledge and skills

officer require when interacting with the community).
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Appendences

Appendix A

Community Member - Semi Structured Interviews
1.

Tell me about the community that you live in.

2.

What is your experience with the officers in your community?

3.

Can you tell me a positive experience that you had with an officer? What
stood out?

4.

Could you talk about a difficult experience you had with an officer? What
stands out about that experience?

5.

Are you able to identify officers that are good as community relations? If so,

who are they?
6.

What makes them good any community relations?

7.

What do you think police officers should be trained on?

a. What knowledge and skills do you think police officers need?

8.

In your opinion what is the purpose of policing?

9.

Is there anything else you would like me to know?
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Appendix B
Police Chiefs - Semi Structured Interviews
1. Tell me about your police department and the communities that you serve.

2. How do you prepare your officers in interacting with the community?
3. Think of patrol officers within your department, who are good at community
relations, what do they do that makes them good at community relations?

4. Are there any stories you can share about those officers?
5. Would you be willing to share their names so that I may add them to a pool of

potential officers to interview?
6. Is there anything you would like me to know?
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Appendix C
Police Trainers/Academies - Semi Structured Interviews
1.

Tell me about the training that you offer.

2.

Tell me about the officers that you train.

a. What communities do they serve?
b. What ranks?
3.

How does your life experience factor into your training of officers?

4.

How does an officer’s life experience factor into policing?

5.

How do you prepare officers to interact with the community?

6.

What skills and knowledge do you think officers need when interacting with

the community?
7.

Do you know if an officer is going to be good at community relations? If so,

what makes them stand out? If not, why not?
8.

There is a lot of literature out there that says humans, in general, have biases
that can affect their decisions. How do you train officers to handle that?

9.

Walk me through how you train officers on how to make an arrest.

10.

In your opinion what is the purpose of policing?

11.

Is there anything else you would like me to know?
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Appendix D
Patrol Officers- Semi Structured Interviews

1.

Could you talk about why you choose to be a police officer?

2.

How did you choose this department/city to police in?

3.

Could you talk about how you were trained in this work?
a. What is your education and training background?
b. What has been influential in your experiences in terms of improving your
knowledge and skills as a police officer?

c. Could you talk about the police academy and its role in preparing you for
this job?

4.

Are there opportunities to learn more through the department or other
agencies?

a. Does your department offer continuing education classes? If so, are there

ones that you recall was the most applicable to your job?
5.

Is there anything about your life experience that helps you as an officer?

6.

Could you talk about the community you serve?

7.

Are there things you’ve learned about policing as you have moved along in
this work?

8.

What makes you good at community relations?

9.

Tell me about the experience in which you applied your knowledge/skills in

community relations.
10.

Walk me through a positive experience you had interacting with a community
member when on duty. What stood out to you?
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11.

Walk me through a difficult experience you had interacting with a community
member when on duty. What stood out to you?

12.

There is a lot of literature out there that says humans, in general, have biases
that can affect their decisions. How do you handle that?

13.

Walk me through a decision-making process when to make an arrest.

14.

In your opinion what is the purpose of policing?

15.

Is there anything else you would like me to know?

355

